
● Attachment
*Standing Item

DELTA POLICE BOARD 
Regular Meeting Agenda 
Wednesday, February 17, 2021 at 10:00 a.m. 
Delta Council Chamber & Zoom  
4500 Clarence Taylor Crescent  
Delta, BC V4K 3E2 

A. Adoption of Agenda 
1. Adoption of the Regular Agenda of February 17, 2021

B. Consent Items 
1. Approval of Minutes  ●

a. Approval of Minutes of the Regular Meeting of January 20, 2021
2. *Crime Statistics & Map of January 2021 ● 
3. *Financial Reports for December 2020 ● 
4. *Correspondence   

a. Response letter from Minister Farnworth and Minister Kang re: JIBC Capacity and
Funding Issues

i. Letter from Delta Police Board to the Ministers
b. DPD Regional Municipal Training Centre Visit Appreciation Letter from Surrey Police

Board Chair
5. *For Information ● 

a. BC Provincial Policing Standards Updates – Intermediate Weapons & Restraints
b. Canada and BC Police Resources Statistics

6. *Other – no items 
C. Delegations/Presentations 

1. *Public Delegations 
2. *Delta Police Association 

D. Business Arising out of Minutes 
1. *Action Document ● 

E. Priority Items 
1. Chief’s Report

a. COVID-19 Updates
2. Acknowledging Traditional Territory ●
3. CAPG Membership Renewal 2021 ●

F. Reports 
1. BCAPB Updates ●

a. AGM and Other Dates
b. Appointment/Continuance of Board’s BCAPB Represenative(s)
c. Information/Reading Material

2. Delta Police Board Education Proposal ●
3. TFN Police Liaison - Verbal Update from Chief Baird

G. Other/New Business 
        As requested by the Board. 

●



  

 

        
Resolution to Terminate the Meeting.  
Next Meeting: March 17, 2021  - Council Chambers, Zoom  
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DELTA POLICE BOARD  
Regular Meeting Minutes 
Wednesday, January 20, 2021 at 12:00 
Delta Council Chambers & Zoom  
4500 Clarence Taylor Crescent  
Delta, BC V4K 3E2 

Minutes of the REGULAR MEETING held Wednesday, January 20, 2021 at 12:00 p.m. in the 
Council Chambers, Delta City Hall, 4500 Clarence Taylor Crescent, Delta, British Columbia. 

Present 
Mayor George V. Harvie Neil Dubord, Chief Constable 
*Angela Kaiser Harj Sidhu, A/Deputy Chief Constable 
*Peter Buxton, Q.C. Jassie Ram, Recording Secretary 
*Gurleen S. Sahota *Cris Leykauf, Public Affairs Manager
*Dr. Karen Hossack *Hilary Madore, Finance Manager
*Annette Garm *Volker Helmuth, Risk Management Manager
*Firth Bateman

*Via Zoom
Regrets 
Chief Ken Baird 

Meeting called to order at 12:00 p.m. 

A. Adoption of Agenda 
1. Adoption of the Regular Agenda of January 20, 2021.

MOVED / SECONDED 
THAT the Delta Police Board approve the Regular agenda of January 20, 2021 as 
presented.  

CARRIED UNIANIMOUSLY 
B. Consent Items 

1. Approval of Minutes
 Approval of Minutes of the Regular Meeting of December 16, 2020

2. *Crime Statistics & Map of December 2020 
3. *Financial Reports for November 2020   
4. *Correspondence – no items  
5. *For Information   

 New Delta Police Foundation Member – Lisa Eastwood
 Updated Board Calendar

6. *Other 
 HealthIM Update – Hospital Certification Rates
 Online Reporting Update

MOVED / SECONDED 
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THAT the Delta Police Board approve Consent Agenda Items B.1, B.3, B.4, B.5, B.6b 
where required and receive others for information.  

CARRIED UNIANIMOUSLY 
  Items B.2 and B.6a were pulled for discussion 

B.2 Crime Statistics & Map of December 2020 

 An increase in reports of historical sexual assaults has impacted statistics.
 An increase in cybercrime statistics was also noted.

ACTION: provide a report on cybercrime (types etc.) being reported to DPD. 

ACTION: for District 3, include detailed/zoomed in crime maps for the future. 

MOVED / SECONDED 
1. THAT the Delta Police Board approve Consent Agenda Item B.2.
2. THAT Chief Dubord provide a report on cybercrimes being reported to the DPD.

CARRIED UNIANIMOUSLY 
B.6a HealthIM Update – Hospital Certification Rates 

 For those who are not certified and admitted, HealthIM still involves a community
response as a note is sent to Delta Mental Health

MOVED / SECONDED 
THAT the Delta Police Board approve Consent Agenda Item B.6. 

CARRIED UNIANIMOUSLY 
C. Delegations/Presentations 

1. Welcoming DPD’s Deputy Chiefs
Deputy Chiefs (DCs) Harj Sidhu and Michelle Davey were welcomed by Chief Dubord.
Both DCs provided an introduction to the Board.
Chair, Mayor Harvie, welcomed and congratulated both DCs.

ACTION: arrange for both DCs to meet City Council. 
2. *Public Delegations 
3. *Delta Police Association  

MOVED / SECONDED 
THAT the Delta Police Board received Items C.1 to C.3 for information. 

CARRIED UNIANIMOUSLY 
D. Business Arising out of Minutes 

1. Action Document

MOVED / SECONDED 
THAT the Delta Police Board received Item D.1 for information. 

CARRIED UNIANIMOUSLY 
E. Priority Items 

1. Chief’s Report

 DPD continues to work with Delta Bylaws relating to issues involving PHO Orders.
First step is education and enforcement follows if education efforts are not
successful.

 Special Committee on Reforming the Police Act has been reinstituted, the first
meeting is on January 29th.  MLA Ian Paton has been appointed to the Committee.
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DPB In-Camera Meeting Minutes 2021-January-20 Page 3 of 4 
This record and the information contained herein is the property of the Delta Police Board.  It is not to be reproduced, copied or 

further disseminated without the express prior consent of the Delta Police Board. 

 Police Services has appointed Wayne Rideout as the Acting Assistant Deputy
Minister.

 Feb 1, 2021 0900 hrs – virtual swearing-in ceremony of DCs.

MOVED / SECONDED 
THAT the Delta Police Board receive the Chief’s Report for information. 

CARRIED UNIANIMOUSLY 
2. Board Vice Chair Election

Angela Kaiser was nominated for Vice Chair position. 

The Chair asked for further nominations 3 times. No additional nominations. 

MOVED / SECONDED 
THAT Angela Kaiser be nominated for Delta Police Board Vice Chair position. 

CARRIED UNIANIMOUSLY 
MOVED / SECONDED 
THAT Angela Kaiser be appointed Vice Chair of the Delta Police Board. 

CARRIED UNIANIMOUSLY 

3. Community Safety Plan Key Performance Indicators (CSP KPIs)

MOVED / SECONDED
THAT the Delta Police Board receive Item E.3 for information.

CARRIED UNIANIMOUSLY 
F. Reports 

1. Strategic Plan Updates
a. Community Survey
Community Survey updates provided. 
b. Board Member Sign up for Stakeholder Consultations
Chief Dubord provided a presentation on the Calendly calendar for Police Board to sign 
up for stakeholder meetings. One individual can sign up for each meeting.  

ACTION: distribute copy of letter to Police Board that was sent out to stakeholders. 

MOVED / SECONDED 
THAT the Delta Police Board receive Item F.1 for information. 

CARRIED UNIANIMOUSLY 
2. BCAPB

a. Membership Fee – Renewal
MOVED / SECONDED 
THAT the British Columbia Association of Police Boards (BCAPB) 2021 Annual 
Membership Fee in the amount of $850 be approved for payment from the Delta Police 
Board budget.  

CARRIED UNIANIMOUSLY 
b. Notice of AGM and Call for Resolutions

MOVED / SECONDED 
THAT Item F.2b be received for information. 

CARRIED UNIANIMOUSLY 
G. Other/New Business  
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 As requested by the Board. 

Resolution to Terminate the Meeting 
MOVED/SECONDED 
THAT this meeting now terminate.  

CARRIED UNANIMOUSLY 

Next Meeting: The next regular meeting of the Delta Police Board will be scheduled on 
Wednesday, February 17, 2021 following the regular meeting scheduled for 09:00 at Council 
Chambers in the City of Delta.  

The meeting terminated at 12:37 p.m. 

________________________________ 
Mayor George V. Harvie 
Chair 

________________________________ 
Date 

________________________________ 
Jassie Ram 
Recording Secretary 

________________________________ 
Date 
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 Police Board Statistics Report
 January 2021 

Crime Type Dec-20 Jan-21 Jan 3YR 
AVG

YTD 
2020

YTD 
2021

YTD  
3YR AVG Trend

YTD % 
Change 

3YR 
Avg

Comments

Homicide 0 0 0 0 0 0 ► 0%
Attempted Homicide 0 0 0 0 0 0 ► 0%
Sexual Assault (Level I) 2 4 3 1 4 3 ▲ 33%
Sexual Assault (Level II, Level III) 4 2 2 1 2 2 ► 0%
Total Assaults (Common, Weapon, 
Aggravated) 19 25 26 31 25 26 ▼ -4%

Robbery 2 1 3 4 1 3 ▼ -67%
Total Person Offences 43 57 59 55 57 59 ▼ -3%

Intimate Partner Violence 4 10 9 12 10 8 ▲ 25%
Family Violence 5 3 6 8 3 6 ▼ -50%

Break & Enter - Commercial 15 16 10 6 16 10 ▲ 60%
Break & Enter - Residential 10 10 18 13 10 18 ▼ -44%
Theft of Vehicle 8 8 15 10 8 15 ▼ -47%
Theft from Vehicle 55 60 68 82 60 68 ▼ -12%
Theft Over/Under $5000 89 74 109 115 74 109 ▼ -32%
Mischief to Property Over/Under 
$5000 32 38 44 40 38 44 ▼ -14%

Total Property Offences 239 251 306 304 251 306 ▼ -18%

Fatal MVI 0 0 0 0 0 0 ► 0% deaths = 0
Injury MVI 28 15 30 30 15 30 ▼ -50% injured = 17
Collisions (All) 119 85 104 102 85 104 ▼ -18%
Roadside Suspensions - 215  Alcohol 24 hrs 0 5 4 4 5 4 ▲ 25%
Roadside Suspensions - 215 Drugs 24 hrs 5 7 5 0 7 5 ▲ 40%
Immediate Roadside Prohibitions (Alcohol) 41 30 26 34 30 26 ▲ 15%
Total 193 142 169 170 142 169 ▼ -16%

Possession 3 13 8 1 13 8 ▲ 63%
Trafficking 1 4 2 0 4 2 ▲ 100%
Total 4 17 10 1 17 10 ▲ 70%

Youth (*Excludes Traffic Offences) 4 7 4 4 7 4 ▲ 75%
Total Weapons Violations 3 8 6 6 8 6 ▲ 33%
Cybercrime 34 41 21 25 41 21 ▲ 95%
Bylaws 44 47 39 42 47 39 ▲ 21%
False Alarms (Dispatched) 66 62 86 59 62 86 ▼ -28%

TOTAL CALLS FOR SERVICE 2,043 2,139 2,129 2,116 2,139 2,129 ► 0%

Persons Offences

Traffic Offences

Drug Offences

Other Offences

Domestic Violence

Property Offences
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 TFN (Zone 3) Statistics Report
 January 2021 

Crime Type Dec-20 Jan-21 Jan 3YR 
AVG

YTD 
2020

YTD 
2021

YTD  
3YR AVG Trend YTD % 

Change Comments

Homicide 0 0 0 0 0 0 ► 0%
Attempted Homicide 0 0 0 0 0 0 ► 0%
Sexual Assault (Level I) 0 0 0 0 0 0 ► 0%
Sexual Assault (Level II, Level III) 0 0 0 0 0 0 ► 0%
Total Assaults (Common, Weapon, 
Aggravated) 2 0 0 0 0 0 ► 0%

Robbery 0 0 0 0 0 0 ► 0%
Total Person Offences 3 1 1 0 1 1 ► 0%

Domestic Violence (Includes 
Criminal Harassment, Utter Threats) 0 0 0 0 0 0 ► 0%

Break & Enter - Commercial 0 0 1 1 0 1 ▼ -100%
Break & Enter - Residential 0 2 1 0 2 1 ▲ 200%
Theft of Vehicle 0 0 1 0 0 1 ► 0%
Theft from Vehicle 1 1 3 5 1 3 ▼ -80%
Theft Over/Under $5000 16 8 16 15 8 16 ▼ -47%
Mischief to Property Over/Under 
$5000 0 1 1 2 1 1 ▼ -50%

Total Property Offences 18 13 25 24 13 25 ▼ -46%

Fatal MVI 0 0 0 0 0 0 ► 0% deaths = 0
Injury MVI 0 1 1 1 1 1 ► 0% injured = 1
Roadside Suspensions - 215  Alcohol 24 hrs 0 0 0 0 0 0 ► 0%
Roadside Suspensions - 215 Drugs 24 hrs 0 0 0 0 0 0 ► 0%
Immediate Roadside Prohibitions (Alcohol) 3 3 1 2 3 1 ▲ 50%
Total 3 4 2 3 4 2 ▲ 33%

Possession 1 0 0 0 0 0 ► 0%
Trafficking 0 0 0 0 0 0 ► 0%
Total 1 0 0 0 0 0 ► 0%

Youth (Charged/Suspect 
Chargeable/ Recommended 
Charges)*Excludes Traffic Offences

1 1 1 1 1 ▲ 100%

Total Weapons Violations 0 1 0 1 1 0 ► 0%
Cybercrime 1 1 0 1 1 0 ► 0%
Bylaws 2 2 1 0 2 1 ▲ 200%
False Alarms (Dispatched) 9 11 7 6 11 7 ▲ 83%

TOTAL CALLS FOR SERVICE 99 109 81 88 109 81 ▲ 24%

Persons Offences

Traffic Offences

Drug Offences

Other Offences

Domestic Violence

Property Offences
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Overtime Statutory Standby Total Budget Overtime Statutory Standby Total Budget Variance % Budget Overtime Budget Overtime Budget
Holiday Time Month Month Holiday Time YTD YTD YTD spent Annual YTD YTD Annual Annual

(YTD)
1199 Police Fleet Mtce (Ops) -             -             -             -             -             984              -               -               984              -               984              -               86                -               86                -               
1305 Police Community Support 35,394       -             2,135         37,529       11,712       178,808       263              28,282         207,353       140,500       66,853         140,500       256,751       110,000       256,751       110,000       
1307 Police Comms/Media 2,018         -             -             2,018         413            14,008         161              -               14,169         5,000           9,169           5,000           8,327           9,500           8,327           9,500           
1312 Police PublicSafety Operations 585            -             -             585            212            5,669           -               336              6,006           2,500           3,506           2,500           (2,099)          2,500           (2,099)          2,500           
1331 Police TFN Policing -             -             -             -             538            912              853              -               1,765           6,500           (4,735)          6,500           7,319           6,500           7,319           6,500           
1335 Police Administration 2,070         -             -             2,070         837            13,575         -               -               13,575         10,000         3,575           10,000         12,797         9,500           12,797         9,500           
1342 Police Ports Liaison -             -             -             -             38              -               -               -               -               500              (500)             500              -               500              -               500              
1343 Police BC Justice Institute -             -             -             -             -             -               702              -               702              -               702              -               1,387           -               1,387           -               
1345 Police Human Resources 5,842         -             -             5,842         8,462         152,009       585              190              152,784       101,500       51,284         101,500       127,955       124,500       127,955       124,500       
1349 Police Drug Section -             -             -             -             2,750         809              -               146              955              33,000         (32,045)        33,000         33,950         33,000         33,950         33,000         
1350 Police Identification Section -             -             -             -             163            506              256              3,056           3,818           2,000           1,818           2,000           74,872         71,000         74,872         71,000         
1351 Police Fraud Investigation -             -             -             -             337            409              -               154              563              4,000           (3,437)          4,000           8,369           4,000           8,369           4,000           
1352 Police General Investigation 1,216         -             205            1,421         2,163         28,709         -               4,701           33,410         26,000         7,410           26,000         15,575         23,000         15,575         23,000         
1353 Police Intelligence Section 341            -             148            489            337            3,883           117              148              4,147           4,000           147              4,000           3,434           4,000           3,434           4,000           
1354 Police Crime Reduction Unit 1,058         -             -             1,058         3,913         66,195         -               146              66,342         47,000         19,342         47,000         49,580         47,000         49,580         47,000         
1356 Police Major Crimes Section 4,919         -             1,541         6,460         16,663       175,837       -               12,494         188,331       200,000       (11,669)        200,000       243,424       180,000       243,424       180,000       
1357 Police SeriousCrimes/SexOffenc 1,747         -             1,148         2,895         1,163         32,715         -               6,588           39,303         14,000         25,303         14,000         13,558         14,000         13,558         14,000         
1358 Police IMPACT (Sec) 794            -             154            948            2,462         20,477         -               2,764           23,241         29,500         (6,259)          29,500         38,727         29,500         38,727         29,500         
1359 PoliceProvTrafficProjects(Sec) 14,503       -             -             14,503       19,670       52,226         -               -               52,226         59,000         (6,774)          59,000         67,459         59,000         67,459         59,000         
1363 Police IRSU (Sec) 7,097         -             -             7,097         4,875         45,195         1,682           -               46,876         58,500         (11,624)        58,500         57,024         33,500         57,024         33,500         
1364 Police CFSEU (Sec) 13,471       -             -             13,471       11,038       98,266         829              154              99,248         132,500       (33,252)        132,500       52,794         132,500       52,794         132,500       
1367 Police DCPO ND -             -             -             -             837            336              994              -               1,331           10,000         (8,669)          10,000         5,214           5,500           5,214           5,500           
1368 Police DCPO Ladner -             -             -             -             212            307              154              -               461              2,500           (2,039)          2,500           1,406           2,500           1,406           2,500           
1369 Police DCPO Tsaw 409            -             -             409            212            1,228           154              -               1,382           2,500           (1,118)          2,500           2,150           2,500           2,150           2,500           
1370 Police School Liaison 268            -             -             268            538            4,215           797              -               5,012           6,500           (1,488)          6,500           11,043         6,500           11,043         6,500           
1371 Police Reserve Police -             -             -             -             -             20,000         -               -               20,000         20,000         0                   20,000         20,000         16,500         20,000         16,500         
1373 Police Victim Services -             -             165            165            375            1,507           860              3,671           6,037           4,500           1,537           4,500           1,313           4,500           1,313           4,500           
1376 Police Information & Security 2,139         -             -             2,139         4,250         31,508         272              -               31,780         51,000         (19,220)        51,000         28,268         50,000         28,268         50,000         
1381 Police Truck Enforcement -             -             -             -             337            80                322              -               402              4,000           (3,598)          4,000           1,192           4,000           1,192           4,000           
1383 Police Traffic Section 402            -             632            1,034         3,250         23,363         3,437           793              27,593         39,000         (11,407)        39,000         97,525         20,000         97,525         20,000         
1388 Police Patrol 51,608       15,637       -             67,244       46,038       355,000       96,261         175              451,436       552,500       (101,064)      552,500       416,142       552,500       416,142       552,500       
1390 Police Professional Standards -             -             -             -             250            2,704           -               -               2,704           3,000           (296)             3,000           8,904           3,000           8,904           3,000           
1524 Police LMTT -             -             -             -             4,587         15,435         -               -               15,435         55,000         (39,565)        55,000         55,972         55,000         55,972         55,000         
1540 Police VPD BCMUP (Sec) -             -             -             -             -             992              -               -               992              -               992              -               5,099           118,000       5,099           118,000       
1579 Police Information Technology -             -             -             -             587            5,177           -               -               5,177           7,000           (1,823)          7,000           12,220         5,000           12,220         5,000           
1584 Police Intelligence Management -             -             -             -             38              -               -               -               -               500              (500)             500              -               500              -               500              
1594 Police UHU (Sec) -             -             -             -             1,000         -               -               -               -               12,000         (12,000)        12,000         74,227         12,000         74,227         12,000         
1596 Police Youth Liaison 1,774         -             -             1,774         288            13,576         -               -               13,576         3,500           10,076         3,500           4,238           3,500           4,238           3,500           
1646 Police Cybercrime -             -             -             -             413            717              -               -               717              5,000           (4,283)          5,000           -               -               -               -               
1680 Police Public Information Reps 3,401         2,055         -             5,456         7,386         14,774         17,600         -               32,374         88,500         (56,126)        88,500         29,157         86,500         29,157         86,500         
1681 Police LMD PDS (Sec) 9,331         1,042         -             10,374       1,837         86,635         4,968           834              92,631         22,000         70,631         22,000         97,337         22,000         97,337         22,000         
1682 Police LMD ERT (Sec) 5,970         -             4,038         10,008       6,712         33,085         244              26,119         59,448         80,500         (21,052)        80,500         57,438         80,500         57,438         80,500         
1683 Police RTIC-BC (Sec) -             -             -             -             500            88                1,682           -               1,769           6,000           (4,231)          6,000           1,373           6,000           1,373           6,000           
1684 Police DeasIsland TrfServ(Sec) -             -             -             -             -             -               -               -               -               -               -               -               -               5,000           -               5,000           
1685 Police TFN Service Team -             -             -             -             3,038         8,561           4,899           -               13,460         36,500         (23,040)        36,500         21,677         6,500           21,677         6,500           
1686 Police INSET (Sec) -             -             -             -             413            7,119           280              1,177           8,577           5,000           3,577           5,000           7,007           -               7,007           -               
1687 Police LMD FIS (Sec) 1,932         536            2,736         5,204         5,750         10,726         1,840           17,630         30,196         69,000         (38,804)        69,000         -               -               -               -               

Police 168,290     19,271       12,901       200,462     176,594     1,528,326    140,405       109,559       1,778,289    1,962,000    (183,711)      90.64% 1,962,000    2,030,190    1,961,500    2,030,190    1,961,500    

2020 Year to Date

City of Delta
Payroll Overtime Data (prior to year end adjustment entries)

As of: 2020-12-31
2020  2019 Overtime Statistics
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Delta Police Department
Financial Report
For the year ended December 31, 2020
Subject to final year end adjusting entries by City Finance

Operating Expenditures & Revenues

 2020 Actuals 

 Accrual for 
Expenditures/

Revenues 
 2020 Actuals 

(Adjusted)  2020 Budget 

 Variance 
(Fav)/Unfav 

($) 

 Variance 
(Fav)/Unfav 

(%)  2019 Actuals  2019 Budget 

 Variance 
(Fav)/Unfav 

($) 

 Variance 
(Fav)/Unfav 

(%) 

Expenditures

Administration Bureau 13,501,725  641,619       14,143,344  13,050,000  1,093,344    8.4% 13,294,624  12,678,500  616,124       4.9%

Investigations Bureau 5,720,180    149,824       5,870,004    7,014,500    (1,144,497)   -16.3% 6,511,306    6,998,000    (486,694)      -7.0%

Community Policing Bureau - Community Support 7,833,220    182,037       8,015,257    8,659,500    (644,243)      -7.4% 7,692,949    7,590,000    102,949       1.4%

Community Policing Bureau - Patrol 12,835,215  -               12,835,215  13,331,500  (496,285)      -3.7% 13,225,136  13,876,000  (650,864)      -4.7%

Police Secondments 3,146,637    -               3,146,637    3,455,000    (308,363)      -8.9% 2,648,940    2,529,000    119,940       4.7%

ECOMM 1,751,592    1,751,592    1,752,000    (408)             0.0%

Wage bank accrual/DPA wage parity adjustment 775,500       775,500       -               775,500       -               -               

Total Expenditures 44,788,569  1,748,980    46,537,549  47,262,500  (724,952)      -1.5% 43,372,955  43,671,500  (298,545)      -0.7%

Revenues

Recovered Services (6,202,491)   (334,566)      (6,537,057)   (6,705,000)   167,943       2.5% (6,044,335)   (5,745,000)   (299,335)      -5.2%

Fines and Fees (569,870)      347,734       (222,136)      (230,000)      7,864           3.4% (292,207)      (220,000)      (72,207)        -32.8%

Grants (1,962,138)   -               (1,962,138)   (1,654,500)   (307,638)      -18.6% (1,703,254)   (1,645,500)   (57,754)        -3.5%

Other Recoveries and Miscellaneous (206,340)      -               (206,340)      (90,000)        (116,340)      -129.3% (170,852)      (80,000)        (90,852)        -113.6%

Total Revenue (8,940,839)   13,168         (8,927,671)   (8,679,500)   (248,171)      -2.9% (8,210,648)   (7,690,500)   (520,148)      -6.8%

Operating Tax Draw 35,847,730  1,762,148    37,609,878  38,583,000  (973,123)      -2.5% 35,162,307  35,981,000  (818,693)      -2.3%

Capital

 2020 Actuals  2020 Budget 

 Variance 
(Fav)/Unfav 

($) 

Expenditures

Vehicle Purchases - 2020 Budget -               688,000       (688,000)      

Vehicle Purchases - 2019 Budget 623,826       647,000       (23,174)        

Armoured Vests, Furniture, Computers, Software 163,535       178,000       (14,465)        

Training Simulator 180,000       180,000       -               

Cannabis Roadside Testing Devices -               112,000       (112,000)      

Total Expenditures 967,361       1,805,000    (837,639)      
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BRITISH  
COLUMBIA 

Ministry of Office of the Minister Mailing Address: 
Public Safety Parliament Buildings 
and Solicitor General Victoria BC  V8V 1X4 

February 1, 2021 

His Worship George V. Harvie 
Chair, Delta Police Board 
4455 Clarence Taylor Crescent 
Delta BC  V4K 3E1 
Email: jram@deltapolice.ca 

Dear Mayor Harvie: 

Thank you for your December 7, 2020 letter, regarding the demands for police recruit training in 
British Columbia and the current capacity at the Justice Institute of British Columbia Police 
Academy (JIBC PA).  I have worked collaboratively with my colleague, the Honourable 
Anne Kang, Minister of Advanced Education and Skills Training, to provide one response from 
our respective ministries.    

As you know, policing in British Columbia is a shared responsibility between the Province and 
municipalities, and JIBC PA is primarily funded through an annual provincial grant and tuition 
fees.  In 2019/20, the Ministry of Public Safety and Solicitor General (PSSG) provided 
$2,495,000 to support police training.  This is in addition to the $13,906,320 operating grant that 
the Ministry of Advanced Education and Skills Training (AEST) provided JIBC for overall 
operations.   

With regards to the City of Surrey’s transition to a municipal police department, JIBC is creating 
their own plan to accommodate the influx of new recruits.  We know that the transition will 
increase JIBC’s operational demands and are working with their institutional leadership to 
complete the level of financial analysis required.  

Earlier this year, PSSG requested that the JIBC PA not proceed with recruit intake until early 
June 2020 in order to enforce physical distancing requirements to stop the spread of COVID-19.  
The JIBC PA successfully restarted training in June with the necessary adaptations and has 
indicated they worked closely with the BC Association of Municipal Chiefs of Police 
(BCAMCP) to allocate seats in a fair and equitable manner for the September 2020 class.  JIBC 
has indicated to stakeholders that they will be engaging in discussions throughout 2021 and will 
be requesting annual three-year projections from each police department.  JIBC has advised that 
this information will assist with optimizing class sizes to meet recruiting needs and allow the PA 
to effectively manage training requirements.   

…/2 
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His Worship George V. Harvie 
Page 2 

We can assure you that PSSG and AEST staff will support JIBC in discussions over challenges 
related to the 2020/21 budget, and as institutional leadership collaborate with police stakeholders 
such as the BCAMCP and BC Association of Police Boards (BCAPB) to develop a sustainable 
business and funding model for the long term.  As you are aware, from your department’s 
participation on the JIBC Curriculum Improvements Steering Committee, this model will also 
consider the work being done at the PA to improve the recruit curriculum and ensure it is 
meeting the needs of communities and stakeholders in British Columbia.  

As you may know, on December 9, 2020, the Legislative Assembly re-appointed a Special 
Committee on Reforming the Police Act (the Act) to examine, inquire, and provide 
recommendations on:  

• Reforms related to the modernization and sustainability of policing under the Act,
including funding;

• Role of police with respect to complex social issues including mental health and
wellness, addictions and harm reduction;

• Scope of systemic racism within British Columbia’s police agencies; and,
• Whether there are measures necessary to ensure a modernized Act is consistent with the

United Nations Declaration on the Rights of Indigenous Peoples.

We look forward to receiving these recommendations, including any in relation to police 
training.  As this work is underway, we will align our efforts and continue to support a 
collaborative relationship with our partners, including the BCAMCP and the BCAPB, to ensure 
public safety training is of the highest quality.  

Sincerely, 

Mike Farnworth 
Minister of Public Safety 
and Solicitor General 

Anne Kang 
Minister of Advanced Education and Skills 
Training 
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SURREY POLICE BOARD 13450 104 AVENUE · SURREY BC V3T 1V8 604-598-5800 

January 26, 2021 

Mayor George Harvie 
Delta Police Board 
4455 Clarence Taylor Crescent 
Delta, BC 
V4K 3E1  

Dear Mayor Harvie, 

On January 25, 2021, I along with Vince Lalonde, Surrey’s City Manager had an opportunity to tour 
the Regional Municipal Training Centre.  

The facility, and in particular the Simulator is an exceptional asset and we appreciated 
experiencing it first hand.  Your Police Officers took us through a variety of scenarios which were 
enlightening.  

I wanted to take an opportunity to thank your officers for taking the time to show us the 
simulator, including Staff Sergeant Mo Parry, Sergeant Clayton Ennis and Constable Aaron Hill. 
They are clearly committed to the philosophies of de-escalation and we were impressed by the 
principles espoused by the Delta Police Department. 

Again thank you, and we look forward to working with you and your Police Board in the future. 

Sincerely, 

Mayor Doug McCallum 
Chair, Surrey Police Board 
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PROVINCIAL POLICING STANDARDS – POLICY DIRECTIVE 

Section 1.0 – Use of Force Page 1 of 6 

Sub Section 1.2 – Intermediate Weapons and Restraints Effective: January 30, 2012
Revised: February 1, 2015, and 
January 18, 2021 

Subject 1.2.1P –   Intermediate Weapon and Restraint 
 Approval Process 

Definitions 

"Director" – the Director of police services referred to in section 39 (1) of the Police Act. 

“Intermediate Weapon” – a weapon whose normal use is not intended or likely to cause 
serious injury or death. Impact weapons, aerosols, and conducted energy weapons fall within 
this category. Intermediate Weapons may also be referred to as less-lethal weapons. 

“Restraint”– any mechanical device or system that when used in its ordinary and intended 
manner restricts the normal physical activity or range of motion of an individual in part or in 
whole. 

“Approved Intermediate Weapon or Restraint” – an Intermediate Weapon or Restraint that 
has been approved by the director of police services. 

“New Intermediate Weapon or Restraint” – an Intermediate Weapon or Restraint that has not 
been approved by the Director and does not have a similar function or operation to an 
Approved Intermediate Weapon or Restraint. 

“Similar Intermediate Weapon or Restraint” – an Intermediate Weapon or Restraint that has 
not been approved by the Director but has a similar function or operation to an Approved 
Intermediate Weapon or Restraint. 

Policy Directive 

In accordance with Standard (1) of BCPPS 1.2.2 Intermediate Weapons and BCPPS 1.2.3 
Restraints, the chief constable, chief officer, or commissioner must ensure that any 
Intermediate Weapon or Restraint carried and used by officers of their police force has been 
approved by the Director. A list of Approved Intermediate Weapons and Restraints is appended 
to the standards referred to above. A chief constable, chief officer or commissioner may 
request that an Intermediate Weapon or Restraint be added to the list of Approved 
Intermediate Weapons and Restraints through one of the following processes: (1) Application 
for a New Intermediate Weapon or Restraint or (2) Application for Similar Intermediate 
Weapon or Restraint. 
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Application for a New Intermediate Weapon or Restraint 
 

Initial application 
 

(1) A police force that identifies a potential need or use for a New Intermediate Weapon or a 
Restraint that has not previously been approved and is not similar in function or operation 
to a previously Approved Intermediate Weapon or Restraint must apply to the Director for 
approval. A separate application is required for each New Intermediate Weapon or 
Restraint for which approval is requested. 

(2) The Director will consider applications that include a written rationale and supporting 
documentation for the New Intermediate Weapon or Restraint such as any existing 
information, specifications, and research regarding the New Intermediate Weapon or 
Restraint. In order to be considered, the following should be included in the application: 

(a) Why the New Intermediate Weapon or Restraint is needed; 
(b) How it functions; 
(c) The range of possible uses and its methods of deployment; 
(d) Analysis of its identified potential health effects or injury potential; 
(e) Analysis of possible training, recertification and qualification options and 

implications; 
(f) A summary of existing research respecting the use of the New Intermediate 

Weapon or Restraint; 
(g) Analysis of possible legal issues and safety standards; 
(h) Analysis of costs including initial procurement, replacement, training, storage, and 

maintenance involved in the implementation; 
(i) Where available, analysis of alternative options to introducing the New 

Intermediate Weapon or Restraint, such as changes to training, policy or 
procedures, or facility renovations that would achieve a similar purpose; and 

(j) The manufacturer’s formal statement on its safety and intended use. At a 
minimum, this should include the following where available: 

(i) Efficacy; 
(ii) Intended use; 

(iii) Recommended policy considerations concerning its use; 
(iv) Safety of the New Intermediate Weapon or Restraint and any cautions or 

restrictions on use; and 
(v) Any potential impacts, short or long term, that are currently uncertain or 

unknown. 

Intermediate Weapon and Restraint advisory panel 
 

(3) Once an application is received from a police force, the Director will strike an Intermediate 
Weapon and Restraint advisory panel, coordinated by Police Services Division (PSD). The 
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Director will establish Terms of Reference for the panel, which will address at minimum 
that: the composition and makeup of the panel, determined by the Director, will include a 
mix of law enforcement and non-law enforcement representatives; panel participants must 
disclose any conflicts of interest they have, including direct or indirect financial interests in 
the manufacturer of the New Intermediate Weapon or Restraint; the panel may consult 
with police and non-police subject matter experts, who must disclose any conflicts of 
interest they have, including direct or indirect financial interests in the manufacturer of the 
New Intermediate Weapon or Restraint, for more information; the panel will consider the 
need to invite written submissions from the public; and minutes must be kept of the 
proceedings of the panel. 

(4) The panel will make a written recommendation to the Director to either reject the New 
Intermediate Weapon or Restraint or support a field trial of the New Intermediate Weapon 
or Restraint.  Consistent with the panel’s Terms of Reference, the panel should consider 
the following criteria: 

(a) The New Intermediate Weapon or Restraint is effective and not likely to cause 
grievous bodily harm or death; 

(b) The New Intermediate Weapon or Restraint is affordable; 
(c) Officer training is available; 
(d) Maintenance procedures for the New Intermediate Weapon or Restraint are 

available (e.g., repairs, recharging, storage and testing); 
(e) For a New Intermediate Weapon, the accuracy in the targeting of the weapon is 

acceptable; 
(f) The onset time of incapacitation, the time period for incapacitation, and the 

degree of incapacitation are acceptable; 
(g) The effects on the physical condition and health of the subject are minimized; 
(h) The source (manufacturer and/or distributor) of the New Intermediate Weapon or 

Restraint does not create significant public interest issues; 
(i) Independent research on the effects of the New Intermediate Weapon or 

Restraint is available; 
(j) Written submissions from the public, community groups, stakeholders, as well as 

law enforcement agencies; and 
(k) Any other criteria considered relevant by the panel. 

(5) Consistent with the Terms of Reference, the panel may establish conditions for a field trial, 
including: 

(a) Whether the field trial is to be conducted in the applicant or another police force, 
or more than one police force; and 

(b) The duration of the field trial, which must not be less than one month and ideally 
be six to ten months in duration. 
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(6) Consistent with the Terms of Reference, the panel’s recommendation will be determined 
by the majority opinion; unanimous agreement by all members of the panel will not be 
required. 

Field trial 

(7) The Director will review the panel’s recommendations and either reject the New 
Intermediate Weapon or Restraint or authorize a field trial. The field trial must be 
conducted, and an evaluation performed collaboratively by the police force and the 
director. The director will specify parameters for the field trial, including: 

(a) Any conditions recommended by the panel under (6), above; 
(b) Responsibility for costs associated with the field trial; 
(c) The data that must be collected during the field trial on a form approved by the 

director, including but not limited to: 
(i) Usage information, 

(ii) Medical effects monitoring, and 
(iii) Data on complaints, if any; and 

(d) The requirements for a written evaluation report. 

Decision 

(8) Following the field trial, the Director will reconvene the panel to review the results of the 
field trial and the evaluation report. The panel will make a final recommendation to 
approve or reject the New Intermediate Weapon or Restraint for use in British Columbia. 

(9) The Director shall have final determination whether to approve the New Intermediate 
Weapon or Restraint. 

(10) The Director shall make their final determination within two months of the conclusion of 
the field trial. 

(11) The Director will document their reasons for decision in writing. 

Commencing use 

(12) When a New Intermediate Weapon or Restraint is approved for use in BC, the Director 
will develop standards for the New Intermediate Weapon or Restraint and/or where 
appropriate amend existing standards relevant to the New Intermediate Weapon or 
Restraint. 

(13) A police service may not use the New Intermediate Weapon or Restraint until: 

(a) The Director has established BC Provincial Policing Standards for the New 
Intermediate Weapon or Restraint; and 
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(b) The police force has established policies and procedures for the New Intermediate 
Weapon or Restraint that are consistent with the BC Provincial Policing Standards. 

Application for a Similar Intermediate Weapon or Restraint 

(14) A police force that identifies a potential need or use for an Intermediate Weapon or 
Restraint that is similar in function or operation to an Approved Intermediate Weapon or 
Restraint must apply to the Director for approval. A separate application is required for 
each Similar Intermediate Weapon or Restraint for which approval is requested. The 
Director will consider applications that include a written rationale and supporting 
documentation of any existing information, specifications, and research regarding the 
Similar Intermediate Weapon or Restraint. At minimum the police force must provide 
information as to : 

(a) Why the Similar Intermediate Weapon or Restraint is needed; 
(b) How it functions; 
(c) The range of possible uses for the Similar Intermediate Weapon or Restraint and its 

methods of deployment; 
(d) Analysis of identified potential health effects or injury potential associated with the 

Similar Intermediate Weapon or Restraint; 
(e) Analysis of possible training, recertification and qualification options and 

implications to existing training, recertification and qualification options for 
Approved Intermediate Weapons or Restraints; 

(f) A summary of existing research respecting the use of the Similar Intermediate 
Weapon or Restraint; 

(g) Analysis of possible legal issues and safety standards; 
(h) The manufacturer’s formal statement on the Similar Intermediate Weapon or 

Restraint’s safety and intended use. At a minimum, including where available: 
(i) Efficacy of the Similar Intermediate Weapon or Restraint; 

(ii) Intended use of the Similar Intermediate Weapon or Restraint; 
(iii) Recommended policy considerations concerning the Similar Intermediate 

Weapon or Restraint’s use; 
(iv) Safety of the Similar Intermediate Weapon or Restraint and any cautions or 

restrictions on use; and 
(v) Any anticipated impacts of the Similar Intermediate Weapon or Restraint, 

short or long term, that are currently uncertain or unknown. 

(15) Upon reviewing the written request, the Director will determine whether to: 
(a) Approve the Similar Intermediate Weapon or Restraint; 
(b) Require a field trial; or 
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(c) If the director determines there is insufficient similarity to an Approved 
Intermediate Weapon or Restraint, require the application to go through the 
process for a New Intermediate Weapon or Restraint. 

(16) The Director may establish conditions for a field trial, including: 

(a) Whether the field trial is to be conducted in the applicant or another police force, or 
more than one police force; and 

(b) The duration of the field trial, which must not be less than one month and ideally be 
two to four months in duration. 

(17) The Director shall have final determination whether to approve the Similar Intermediate 
Weapon or Restraint. 

(18) The Director shall make their final determination within six months of receipt of the initial 
application. 

(19) The Director will document their reasons for decision in writing. 

(20) The Similar Intermediate Weapon or Restraint shall not be used in an operational setting by 
the police service until the Director has provided written approval to the chief constable, 
chief officer, or commissioner to use the Similar Intermediate Weapon or Restraint. 
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PROVINCIAL POLICING STANDARDS 

 

Section 1.0 –  Use of Force  Page 1 of 8 

Sub Section 1.2 – Intermediate Weapons and Restraints  Effective: January 30, 2012
Revised: February 27, 2020, and
January 18, 2021 

Subject 1.2.2 –     Intermediate Weapons 

Definitions 

"Director" – the Director of police services referred to in section 39 (1) of the Police Act. 

“Conducted Energy Weapon” or “CEW” – a weapon designed to use a conducted electrical 

current in order to incapacitate a person, or to generate compliance through pain. 

“Intermediate Weapon” – a device intended or designed to be used as a weapon, but for which 

the use is not intended or likely to cause serious injury or death. Impact weapons, aerosols and 

Conducted Energy Weapons fall within this category. Intermediate Weapons may also be 

referred to as less‐lethal weapons. 

“Officer” ‐ a constable appointed under the Police Act or an enforcement Officer appointed 

under s. 18.1 of the Police Act. 

Standards 

The chief constable, chief officer, or commissioner: 

Approved Intermediate Weapons 

(1) Must ensure that the only Intermediate Weapons carried or used by Officers of their police 

force have been approved by the Director (see also BCPPS 1.3.2 Approved CEW Models). 

See APPENDIX “A” for a list of approved Intermediate Weapons, their descriptions, and 

approved specifications. 

Maintenance of Intermediate Weapons 

(2.1) Must ensure that each Intermediate Weapon in the inventory of their police force is 

maintained in good working order. 

(2.2) Must ensure that each Intermediate Weapon is securely stored when not in use. 

RG B.5a



BRITISH COLUMBIA PROVINCIAL POLICING STANDARDS 
SUBJECT: 1.2.2 Intermediate Weapons 

Page 2 of 8 

Training, qualification, and requalification 

(3) Must ensure an Officer successfully completes a training course required by the chief 

constable, chief officer or commissioner and is qualified to use an Intermediate Weapon 

before the Officer may be authorized to carry and use that weapon under Standard (1) 

above (see also BCPPS 3.2.1 CEW Operator Training). 

(4) Must ensure any Officer authorized to carry and use an Intermediate Weapon under 

Standard (1) above is requalified to use that weapon at least once every three years unless 

otherwise required by BCPPS dealing specifically with that Intermediate Weapon (see also 

BCPPS 3.2.1 CEW Operator Training). 

(5) Must ensure that written records are maintained of the Intermediate Weapons training 

and requalification courses completed by each Officer in the police force. 

Off duty carrying of Intermediate Weapons 

(5.1) Must ensure that Officers carry their issued Intermediate Weapons only when on assigned 

duty, unless otherwise authorized in writing or described in policy. 

Policies and procedures 

(6) Must ensure policies and procedures are consistent with these BC Provincial Policing 

Standards. 
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PROVINCIAL POLICING STANDARDS 

 

Section 1.0 –  Use of Force  Page 3 of 8 

Sub Section 1.2 – Intermediate Weapons and Restraints  Effective: January 18, 2021 
Revised: n/a  

Subject 1.2.2 –     Intermediate Weapons – Appendix ‘A’ 

Appendix “A” for BCPPS 1.2.2 Intermediate Weapons 

List of Approved Intermediate Weapons 
Version 1.0 

2021 / 01 / 18 
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BRITISH COLUMBIA PROVINCIAL POLICING STANDARDS 
SUBJECT: 1.2.2 Intermediate Weapons 

Page 4 of 8  

 

 
 

INTERMEDIATE WEAPON  DESCRIPTION  APPROVED SPECIFICATIONS 

Baton 
(Expandable/Collapsible 
and Straight) 

An expandable/collapsible 
baton is a cylindrical club with 
a cylindrical outer shaft 
containing telescoping inner 
shafts that lock into each other 
when expanded. One end 
section has a foam or similar 
grip surface. The last section 
has a weighted cap at the 
striking tip. The sections open 
with manual or centrifugal 
force and lock together with a 
friction lock or locking collars 
at each joint. The sections 
release with either a spring‐ 
loaded button or by manually 
generated downward force, 
striking the tip on a hard 
surface. It is carried in a 
scabbard on the belt of police 
Officers and used as a 
compliance tool and defensive 
weapon by police Officers. 

 
A straight baton is a one‐piece 
cylindrical club that is carried 
as a compliance tool and 
defensive weapon by police 
Officers. 

Approved models of 
expandable/collapsible and straight 
batons are fabricated from metal or 
other rigid material and are available in 
lengths of between 12 to 36 inches (30 
to 100 cm). 

Conducted Energy 
Weapon (CEW) 

A weapon that when 
discharged uses a conducted 
electrical current in order to 
incapacitate a person, or to 
generate compliance through 
pain. 

BCPPS 1.3.2 identifies specific CEW 
models approved for use by police in 
British Columbia. 

 
Approved CEW models can attach one 
cartridge only, have a single horizontal 
laser sight, fixed rear and front 
mechanical sights, and an 
ambidextrous safety switch. 

 
Approved CEW models fire two probes 
by expelling compressed nitrogen 
capsules, from a single use detachable 
cartridge which are attached by up to 
25 feet (7.62 meters) of conductive 
wires. The top probe travels 
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horizontally in line with the laser sight 
while the bottom probe travels 
downward at an eight‐degree angle to 
the intended target. 

Approved CEW models can also be 
deployed in direct contact with the 
intended subject, with the cartridge on 
or removed. 

The electrical output of approved CEW 
models must be within the parameters 
contained in Appendix “A”, attached to 
BCPPS 1.3.5 CEW Testing. 

Oleoresin Capsicum (OC) 
or Pepper Spray 

Oleoresin Capsicum (OC) Spray 
is an oily organic resin derived 
from the fruit of plants in the 
Capsicum genus, such as chilli 
peppers. When the plants are 
finely ground, capsicum 
oleoresin is formed after the 
extraction process of capsaicin 
using organic solvents such as 
ethanol. This agent can be 
delivered in many forms. 

Approved deployment forms of OC 
weapons include: 

Blast Dispersion Cartridge: Delivers a 
cloud of micro pulverized OC powder. 

Micro pulverized Dust Disbursement 
Device/Ferret: Are free from the 
effects of fire, concussion, or 
fragmentation. Can be thrown, 
launched, or air‐dropped and has a 
variable expulsion delay mechanism, 
which, when fired, drives a piston 
forcing the micro pulverized capsaicin 
dust payload through a machined 
discharge port. These forms are also 
capable of penetrating structures. 

Aerosol Projector: Contains a 
substance enclosed under pressure 
and able to be released as a fine spray, 
typically by means of a propellant gas. 

Fog: A spray pattern that is denser 
than aerosol. 

Pepper Foam: A uniquely formulated 
OC solution in which the OC is 
encapsulated with a surfactant, giving 
it a rigid jet foam dispersion. 
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CS or Tear Gas  CS is the common name for 
orthochlorbenzalmalononitrile, 
a fine white powder, about the 
consistency of talcum powder, 
and it must be spread with 
some type of dispersing agent. 
CS Gas is commonly referred 
to as "Tear Gas". 

Blast Dispersion Cartridge: Designed to 
deliver a cloud of micro pulverized CS 
"tear gas" irritant powder. 

Mulcropulverized Dust Disbursement 
Device/Ferret: Are free from the 
effects of fire, concussion, or 
fragmentation. Can be thrown, 
launched, or air‐dropped and has a 
variable expulsion delay mechanism, 
which, when fired, drives a piston 
which forces the micro pulverized 
capsaicin dust payload through a 
machined discharge port. These forms 
are also capable of penetrating 
structures. 

Aerosol: A substance enclosed under 
pressure and able to be released as a 
fine spray, typically by means of a 
propellant gas. 

Fog: A spray pattern that is denser 
than aerosol. 

Less‐lethal Disbursement 
Device 

Less‐lethal Disbursement 
Devices are most commonly 
used in tactical or crown 
management situations and 
are designed with 
indoor/outdoor operations in 
mind. They are most effective 
when used in confined areas 
and close to the target area to 
minimize the risks to all parties 
through pain compliance, 
temporary discomfort and/or 
incapacitation of potentially 
violent or dangerous subjects. 
Less‐lethal Disbursement 
Devices can discharge small 
rubber or plastic pellets, 
irritant gasses (OS, CS), or 
smoke. 

Disbursement Devices can be 
hand thrown, launched, or 

Approved models may have a body 
composed either of sheet steel with 
emission holes on the top and bottom 
capable of discharging OC/CS irritants, 
or smoke (available in many colours), 
or a rubber body containing a fuse, a 
separating fuse body, a black powder 
separation charge, a pressed black 
powder delay, a bursting charge of 
flash powder, or rubber pellets. 

Approved launchers include an 
attachment to 12 gauge, 37‐ or 40‐mm 
launchers. 

Approved “Gas Injector Units” attach 
to the end of a ram bar at the front of a 
tactical vehicle and are designed to 
penetrate the surface of a structure 
with a steel jackhammer “needle” and 
inject agents, including smoke, into a 
structure. 
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 OC/CS irritant and smoke 
Disbursement Devices can also 
be inserted through structural 
barriers using a gas injector 
unit. 

 

Extended Range Impact 
Weapons/Kinetic Energy 
Impact Projectile 

Extended Range Impact 
Weapon (ERIW): The ERIW 
consist of a device firing a 
special projectile designed to 
gain compliance, overcome 
resistance, or prevent serious 
injury or death. 

 
Kinetic Energy Impact 
Projectile (KEIP): Flexible or 
non‐flexible projectiles, which 
are intended to gain 
compliance or incapacitate a 
subject through pain 
compliance, with a reduced 
potential for causing death or 
serious injury when properly 
used. 

Approved models include multi or 
single‐shot launchers in 12 gauge, 37 or 
40mm capable of discharging the 
following approved munitions: 

 
"RUBBER & PLASTIC BULLETS or 
PELLET ROUNDS" are solid spherical, or 
cylindrical projectiles capable of being 
discharged from the 12 gauge, 37 or 
40mm launchers, and fired as single 
shots or in groups of multiple 
projectiles. Approved projectiles are 
made of rubber, plastic, PVC, or 
composite materials. 

 
"SPONGE ROUNDs" are projectiles that 
limit penetration of the projectile into 
the skin by having a tip or nose that is 
slightly softer. Sponge rounds are 
constructed with a hard foam nose or 
attenuated energy (collapsing on 
impact) projectiles with a hollow nose 
and are available in 37 and 40mm 
sizes. 

 
"BEAN BAG ROUNDS" also known as 
flexible batons, are synthetic cloth bags 
made of cotton and Kevlar filled with 
small bird shot pellets. The bags are 
fitted into a plastic 12 GA cartridge and 
expand to shape when deployed 
presenting a consistent aerodynamic 
shape. 

Pepper Ball  Pepper balls are a projectile 
filled with irritant compounds, 
launched from a device like a 
paintball gun. They are 
designed to create a cloud of 
irritant designed to affect the 
eyes, nose and throat of the 
people who are exposed to the 

Approved models include multi‐shot 
launchers similar to paintball guns, 
capable of discharging the following 
approved munitions: 

 
.68 calibre pellets with a semi‐rigid 
breakable outer shell and are filled 
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cloud. Pepperball projectiles 
can also be inert, in that there 
is no irritant dispersed. 

with OC resin, CS powder, PAVA resin, 
water, or a liquid marking dye. 

.68 calibre window breaking pellets 
that are solid and not intended for use 
against humans. 

Extended Range Launcher 
(gas and Disbursement 
Device) and Launching 
Cup Adapter with 
Launching Cartridge. 

Such launchers are also often 
known as "gas guns" due to 
their original use by police for 
launching tear gas projectiles. 
Launching cup adapters with 
launching cartridges allow the 
long‐range use of smoke, OC, 
and CS Disbursement Devices 
(which would normally be 
thrown) to be launched from 
the 37mm, 40mm launchers as 
well as 12‐gauge shotguns. 

NOTE: "Disbursement Device" 
used in this context are all less‐ 
lethal munitions and not 
designed to cause death or 
dismemberment as in the 
primary function of military 
Disbursement Devices. 

Approved models must be 12 gauge, 
37 or 40mm launching systems for less‐ 
lethal ammunition. Launching cup 
adapters can be added to some of 
these launchers and with the use of a 
launching cartridge, Disbursement 
Devices can be deployed at greater 
distances. 

Distraction Devices  A Flash Bang Diversionary 
Device (FBDD), also known as a 
Noise Flash Diversionary 
Device (NFDD) is a less‐lethal 
explosive device used to 
temporarily disorient a 
subject's senses. 

Approved models produce: 

 a temporarily blinding flash of light

not exceeding eight million

candelas for ten milliseconds; and

 a loud “bang” causing temporary

disruption of hearing, not

exceeding 175 decibels at five feet

(1.5 meters).

Approved models are available in 
single use or reloadable devices with 
single or multiple blast capability. 
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PROVINCIAL POLICING STANDARDS 
 
 

Section 1.0 – Use of Force Page 1 of 7 

Sub Section 1.2 – Intermediate Weapons and Restraints Effective: January 18, 2021 

Subject 1.2.3 –     Restraints 
 
 

Definitions 

"Director" – the Director of police services referred to in section 39 (1) of the Police Act. 
 

“Officer” - a constable appointed under the Police Act or an enforcement Officer appointed 
under s. 18.1 of the Police Act. 

“Restraint”– any mechanical device or system that when used in its ordinary and intended 
manner restricts the normal physical activity or range of motion of an individual in part or in 
whole. 

Standards 
The chief constable, chief officer, or commissioner: 

 
Approved Restraints 

 
(1) Must ensure that the only Restraints carried or used by Officers of their police force have 

been approved by the Director. See APPENDIX “A” for a list of approved Restraints, their 
descriptions, and approved specifications. 

 
Maintenance of Restraints 

 
(2) Must ensure that each Restraint in the inventory of their police force is maintained in good 
working order. 

 
(3) Must ensure that each Restraint is securely stored when not in use. 

 
Training, qualification, and requalification 

 
(4) Must ensure an Officer successfully completes a training course required by the chief 

constable, chief officer or commissioner and is qualified to use a Restraint before the Officer 
may be authorized to carry and use that Restraint under Standard (1) above. The training 
must include the following safety components: 

(a) Handcuffs, Leg Restraints, and Whole-Body Restraint Devices: 
(i) The Officer must check each applied Restraint device for a safe level of 

tightness, in that circulation will not be dangerously restricted; and 
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(ii) The double lock mechanism must be immediately engaged in all applications; 
or 

(iii) When the Officer reasonably perceives that violent subject behaviour makes 
engaging the double lock mechanism too difficult at that time, the Officer 
shall engage the mechanism as soon as is practicable after the violent 
behaviour subsides or the Officer(s) have established sufficient control of the 
subject. 

(b) Disposable Restraint Device: 
(i) The Officer must check each applied Restraint device for a safe level of 

tightness, in that circulation will not be dangerously restricted; and 
(ii) At least one Officer present with a subject(s) wearing a disposable Restraint 

device must have a tool suitable for cutting and removing the device in their 
possession. 

(c) Leg Restraints: 
(i) Can be used in conjunction with handcuffs and full body Restraints, but the 

two devices cannot be joined by any means to complete a maximal Restraint 
or “hog tie”. 

(d) Spit Hood/Mask: 
(i) Must not be used on any person who is unconscious, vomiting or noticeably 

bleeding from the mouth or nose causing a risk of respiratory distress or 
asphyxiation, or in obvious need of medical attention; 

(ii) Shall be immediately removed from a subject who loses consciousness or 
develops any difficulties mentioned in standard 4(c)(i); and 

(iii) Anyone wearing a spit hood shall be kept under the constant supervision of 
trained personnel and their observations of the subject wearing the spit 
hood must be recorded in writing in five-minute intervals. 

(5) Must ensure any Officer authorized to carry and use a Restraint under Standard (4) above is 
requalified to use that restraint at least once every three years and that training contains 
the safety considerations in standards 4(a) through (d). 

(6) Must ensure that written records are maintained of the Restraints training and 
requalification courses completed by each Officer in the police force. 

Off duty carrying of Restraints 

(7) Must ensure that Officers carry their issued Restraints only when on assigned duty, unless 
otherwise authorized in writing or described in policy. 
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Policies and procedures 

(8) Must ensure policies and procedures are consistent with these BC Provincial Policing 
Standards. 
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Section 1.0 – Use of Force Page 4 of 7 

Sub Section 1.2 – Intermediate Weapons and Restraints Effective: January 18, 2021 
Subject 1.2.3 –     Restraints – Appendix ‘A’ 

 
 
 
 
 
 
 
 
 
 
 

Appendix “A” for BCPPS 1.2.3 Restraints 
 
 
 
 
 

List of Approved Restraints 
Version 1.0 

2021 / 01 / 18 
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RESTRAINT DEVICE DESCRIPTION APPROVED SPECIFICATIONS 
Handcuffs Restraint devices designed 

to secure an individual's 
wrists in proximity to each 
other. Comprised of two 
ring-shaped cuffs, linked 
together by a short chain. 
Each cuff has a rotating 
arm which engages with a 
ratchet that prevents it 
from being opened once 
closed around a person’s 
wrist. Once applied, the 
cuff can only be removed 
by key. 

Approved models may be fabricated of metal or 
rigid carbon fiber materials. 

Must have a double-lock feature on each cuff 
which when engaged stops the cuff from 
ratcheting tighter to prevent the wearer from 
tightening them. 

The cuffs are joined by a length of chain, each 
end attached to a 360-degree swivel pin, no 
longer than four inches (11 cm). 

Disposable Restraint 
Device 

Designed to be a back-up 
handcuffs and a fast means 
of securing prisoners in a 
mass arrest situation. 
These one-time use 
handcuffs can be made 
from various materials and 
are disposable after one 
use as they must be cut 
from the subject’s wrists 
using an appropriate 
cutting tool. 

Approved models are made of disposable one- 
time use nylon braid, thin plastic fastening 
straps where two straps can be tethered 
together to form one pair of disposable 
restraints, and/or commercially produced 
plastic handcuffs that are disposed of after one 
use. 

Leg Restraints The leg Restraint, 
commonly referred to as 
leg irons, is a device used 
to restrict the movements 
of an individual's legs when 
exhibiting violent behavior. 
They can also be used on a 
subject's legs during 
transport when a greater 
risk of violence or escape is 
suspected. 

Approved models are fabricated of metal, rigid 
carbon fiber material, or nylon strapping with 
affixed cam-lock or alligator clip buckles as 
follows: 

• Leg Restraints can be similar in design to
steel handcuffs, with larger ratcheted cuffs
to fit on the ankles. They must have a
double-lock feature on each cuff which
when engaged stops the cuff from
ratcheting tighter to prevent the wearer
from tightening them. The cuffs are joined
by a length of chain, each end attached to a
360-degree swivel pin, no longer than
twenty inches (6 cm).

• They can also be fabricated of a one to two
inch (2.54 to 5.08 cm) wide single strap of
nylon material, formed into a loop through

RG B.5a



 

 
 

  a cam-lock or alligator clip buckle which is 
used to secure the subject's legs. 

Spit Hood/Mask Spit hoods or spit masks 
(and occasionally bite 
guards) are devices 
intended to cover the 
mouth, face and 
sometimes the head of a 
restrained person in order 
to prevent them spitting 
bodily fluids at or biting 
others. 

Approved models are made of a light-weight 
nylon mesh-type fabric and are designed to fit 
comfortably over the head and neck. They must 
allow the subject the ability to see out and 
Officers to see the subject’s face. 

 
Spit hoods must not restrict the subject’s ability 
to breath while helping to restrict the expulsion 
of body fluids from the subject to other persons 
nearby. 

 
Certain approved models can be affixed under 
the arms for additional security but must never 
be secured around the wearer’s neck. 

 
The design and fabrication of this device must 
allow bodily fluids from the nose and mouth of 
the subject to drain without significant pooling 
which could lead to asphyxiation. Models that 
are fabricated of non-breathable materials and 
allow pooling of bodily fluids within the device 
are not approved for use by police. 

Whole Body 
Restraint Devices 

Restraint devices that are 
more complicated to apply 
than traditional Restraints, 
requiring multiple 
personnel, and consist of 
several Restraints that 
more greatly affect the 
ability of the subject to 
move. These Restraint 
devices are reserved for 
use on high risk, violent or 
self-harming subjects. 

Approved models are of the following 
specifications: 

 
• A shoulder harness, a binding for the 

ankles, and a blanket with straps that 
encircles and restrains the legs. The harness 
and the ankle strap attach to loops on the 
blanket with carabiners, which helps to 
keep subjects from moving; 

• A flat board with multiple point Restraint 
systems and a pillow to protect the head. 
The board is coated for easy cleaning and 
the runners on the bottom elevate the 
board for easy access to multiple handles; 

• A specially built chair on at least two wheels 
with soft Restraint straps intended to help 
control the arms, legs, and torso of violent, 
self-destructive subjects; 
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  • A garment shaped like a jacket with long 
sleeves that surpass the tips of the wearer's 
fingers and cross the arms against the 
wearer’s chest. The ends of the sleeves are 
ties to the back of the jacket, ensuring the 
arms are close to the chest with as little 
movement as possible. Its most typical use 
is restraining people who may cause harm 
to themselves or others; 

• A belt of two to six inches wide (5.08 to 
15.24 cm) that is secured in the back using a 
lockable main buckle and has two hand 
Restraint tethers with smaller lockable 
buckles that allow for one-way restricted 
movement and have a single handcuff on 
each side that is equipped with a double 
lock feature. All locks are released with a 
standard handcuff key. The Hand Restraint 
Waist Belt enables an escorting Officer to 
control a subject’s movement while 
allowing the subject enough movement to 
be fingerprinted, use the bathroom 
facilities, eat, and/or perform other 
required movements for transport and 
processing. This device comes in two sizes: 

o Standard belt fits 29 to 58-inch (74 
to 150 cm) waists; and 

o Smaller fits 23 to 40-inch (59 to 101 
cm) waists. 
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Delta Police Department 
BOARD REPORT  
Regular Meeting 

From: Neil Dubord, OOM, AdeC 

Date: February 4, 2021 

Police Resources Statistics 

 RECOMMENDATION:
THAT the Board receive this report for information.

 PURPOSE:
To inform the Board of the results of the Police Resources in British Columbia, 2019 
report (Attachment A) and Police Resources in Canada, 2019 (Attachment B). 

 DISCUSSION:
An annual reporting is provided by Ministry of Public Safety and Solicitor General on 
Police Resources in British Columbia (BC), which details resource data for all municipal 
police departments and RCMP units. As in previous years, due to differences in funding 
models between municipal police departments and the RCMP, the data is presented 
separately and Delta is compared only to its independent counterparts. 

The average population per officer ratio for all municipal independent agencies in BC is 
570, with Delta having slightly more population per police officer at 574. Delta’s low ratio 
as compared to the majority of the other agencies can be attributed to Delta’s 
geography with police services spread between distanced communities and businesses. 
Vancouver and Victoria also have low ratios, however, theirs are due to urban settings 
and ambient and day time populations, as compared to their suburban counterparts. 

The average cost per capita for all municipal independent agencies is $410, with Delta 
below the average at $359.  Regarding crime rate, Delta falls significantly below the 
average of 73, with a crime rate of 48.  The related case load per officer is also lower 
than average at 27 cases per officer, compared to 42 on average. 
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The following chart compares Delta to Vancouver, Abbotsford, Victoria, New West and 
Port Moody: 

The annual Statistics Canada report for 2019 was published in December 2020 
(Attachment A).  Data represented in the report is based on a snapshot as of May 15, 
2019 and year end expenditures for the 2018 calendar year or the 2018/2019 fiscal 
year. Statistics Canada has advised agencies that collection of the data as of May 15, 
2020 was cancelled due to the pandemic and the resulting 6-month interruption of 
activities for the 2020 collection. 

Highlights from the attached survey are as follows: 

 Total operating expenditures rose by 1% from the previous year, after accounting
for inflation.

 The average amount spent on police officer salaries and wages was
approximately $118,000 per officer in 2018/2019, about $4,000 more than
average for the previous year.

 Non-salary costs for police services also grew in 2018/2019, driven by expenses
related to information technology operations and services.

 The representation of women as police officers has been steadily increasing
since 1986, reflecting 22% of all police officers in 2019.

 4% of police officers self-identify as indigenous.
 8% of police officers self-identify as a visible minority.
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 The population of police officers is aging.  Officers over the age of 50 account for
18% of the officers in 2019 compared to 15% in 2012.

 IMPLICATIONS:
There are no financial implications associated to this report. 

 CONCLUSION:
The Delta Police Department participates in the annual data collection for both the 
Ministry of Public Safety and Statistics Canada of statistics on public policing personnel 
and expenditures for municipal, provincial and federal police services in British 
Columbia and Canada.  The results of these surveys are attached. 

 ATTACHMENTS:
A. Police Resources in British Columbia, 2019 (Ministry of Public Safety)
B. Police Resources in Canada, 2019 (Statistics Canada)

Respectfully Submitted: 

Neil Dubord, OOM, AdeC 
Chief Constable, Delta Police Department 

RG B.5b



P
o

li
c
e

 R
e

s
o

u
rc

e
s
 i

n
 B

ri
ti

s
h

 C
o

lu
m

b
ia

, 
2
0
1
9

Ministry of Public Safety and Solicitor General 
Police Services Division 

Police Resources in British 
Columbia, 2019 

______________________________________________________________________ 
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Date Prepared: November 2020 

Please Note: The authorized strength for the provincial service jurisdictions 
(Prov) represents the number of sworn members assigned to General 
Duty/General Investigation Service (GD/GIS) functions at a detachment but 
does not include members assigned to specialized functions, such as traffic 
enforcement, forensic identification, major case crimes, etc.   

Caution should be used in comparing police jurisdiction crime data, policing 
costs, authorized strengths, or case loads. Variances in crime statistics in
recent years may be attributable in part to changes in reporting practices. 
Please refer to the Impact of Uniform Crime Reporting (UCR) Scoring Rule 
Changes on page 24. 

Additional information on police and crime statistics can be obtained from 
the Policing and Security Branch Website at 
https://www2.gov.bc.ca/gov/content/justice/criminal-justice/policing-in-bc 
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 Police Resources in British Columbia, 2019 

2 Police Services Division, Ministry of Public Safety and Solicitor General, December 2019 

Structure of Policing in British Columbia 
Policing in Canada is a shared responsibility between federal, provincial/territorial, and municipal governments.  
Under the Constitution Act, 1867, the federal government has the exclusive authority to enact legislation regarding 
criminal law and procedure.  In addition, the federal government is responsible for providing a federal police service 
to enforce federal statutes and to protect national security.  The Constitution Act, 1867, delegates responsibility for 
the administration of justice, which includes policing, to provincial governments.  Each province has a Police Act that 
sets out the terms by which police are governed.  Provinces may delegate responsibility for policing within municipal 
boundaries to the municipality.  Under the BC Police Act, municipalities 5,000 population and over are responsible 
for providing police services within their municipal boundaries. 

In BC, policing is provided mainly by the RCMP (federal, provincial and municipal services), municipal police 
departments, and one First Nations self-administered Police Service.  Notably, there are integrated teams operating 
throughout the province; these teams provide specialized policing services and are funded and/or resourced from 
two or more policing jurisdictions or agencies. 

In addition, there are also several agencies that provide supplemental policing in BC; that is, they are mandated to 
provide policing in geographic areas already served by provincial or municipal police agencies but for a specific 
purpose.  For example, in the Lower Mainland area of the province, the South Coast British Columbia Transportation 
Authority Police Service (SCBCTAPS) provides policing on and around the transit system which is supplemental to 
the jurisdictional police.  Similarly, the Canadian National and Canadian Pacific railway police agencies provide 
specialized law enforcement on any property within 500 metres of lands that the railway company owns, possesses 
or administers.   

RCMP Federal Service 
The Royal Canadian Mounted Police (RCMP) is Canada’s national police service.  Established under the RCMP Act, 
the RCMP serves as the federal police service across Canada including within British Columbia.  The RCMP falls 
within the portfolio of the Minister of Public Safety Canada and operates under the direction of the RCMP 
Commissioner.  As the federal police service, the RCMP enforces federal statutes across the province and is 
responsible for border integrity, national security, drugs and organized crime, financial crime and international 
policing.   

In 2019, the authorized strength of the federal service in British Columbia was 1,038 member positions which included 
135 protective policing positions.  

RCMP Provincial Service 
Under the Police Act, the provincial government must provide policing and law enforcement to rural/unincorporated 
areas and municipalities under 5,000 population. Effective April 1, 2012 the Province signed a new 20-year Provincial
Police Service Agreement (PPSA) with the Government of Canada to contract the RCMP as BC’s Provincial Police
Service. Under the terms of the PPSA, the provincial government pays 70% of the cost-base described in the 
Agreement with the federal government paying the remaining 30%1.  

A portion of the provincial cost is recovered through the Police Tax.  In 2007, municipalities under 5,000 population 
and unincorporated areas began to pay the Police Tax which covers a portion of the costs of the General Duty and 
General Investigative Services (GD/GIS) provided by the RCMP Provincial Service.  In 2019, the Police Tax raised 
a total of $31M which was 31 per cent of the Province’s estimated 70 per cent share of rural and small community
GD/GIS costs. Revenues go into the Province’s Consolidated Revenue Fund. 

The RCMP Provincial Service can be broken into two main categories: detachment policing and the provincial police 
services. Detachment policing provides local police services to municipalities under 5,000 population and 
unincorporated areas throughout the province by means of uniformed patrols, response-to-call duties, investigative 
services, community-based policing, traffic enforcement, and administrative support to provincial detachments. 
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In addition to detachment policing, the Provincial Service maintains the capacity and expertise to resolve the highest 
risk incidents; target organized crime, gang & gun violence, and serial crimes; and respond to large scale, provincial 
emergencies or events.  This would also include capital-intensive equipment such as boats and aircraft.   

In 2019, 775 member positions were assigned to provide GD/GIS at provincial detachments, serving a population of 
683,408 including 85 municipalities with populations below 5,000 persons in addition to unincorporated areas.  The 
total authorized strength of BC’s Provincial Police Service was 2,602. 

Municipal Policing  
Under the BC Police Act, a municipality is responsible for providing its police services when its population exceeds 
5,000 persons. The municipality also becomes responsible for bearing all the costs relating to its municipal police 
services. These municipalities may choose to form their own municipal police department, contract with an existing 
municipal police department, or contract with the provincial government for RCMP municipal police services.  

In 2019, there were 77 municipalities in BC responsible for providing police services within their municipal boundaries. 
Twelve municipalities were policed by municipal police departments and 65 were policed by the RCMP. 

Municipal Police Departments 
Twelve municipalities in BC are policed by eleven municipal police departments as established under section 23 of 
the Police Act.  The municipal police departments are: Vancouver, Victoria (which polices the municipalities of Victoria 
and Esquimalt), Saanich, Central Saanich, Oak Bay, Delta, Abbotsford, New Westminster, West Vancouver, Nelson 
and Port Moody. 

These municipal police departments are governed by a police board, whose role is to provide general direction to the 
department, in accordance with relevant legislation and in response to community needs. Each police board consists 
of civilians and is chaired by the municipality’s mayor; one board member is appointed by the municipal council and 
up to seven people appointed by the provincial government. Municipalities which provide their policing by means of 
a municipal police department pay for 100% of their policing costs.   

In 2019, the total authorized strength of all the municipal police departments was 2,461 officer positions (Note:
Includes adjusted strength figures for municipalities participating in Lower Mainland District Integrated Teams). 

RCMP Municipal Services 
In addition to the Provincial Police Services Agreement, the provincial and federal governments signed the Municipal
Police Service Agreement (MPSA), a master agreement which enables the provincial government to sub-contract 
the RCMP Provincial Service to municipalities and describes the terms and conditions for the provision of RCMP 
municipal police services. To contract RCMP municipal services, each municipality must sign a Municipal Police Unit
Agreement (MPUA) with the provincial government. 

The terms of the MPSA and the MPUA require that municipalities between 5,000 and 14,999 population pay 70% of 
the RCMP cost-base; municipalities 15,000 population and over pay 90%. The remaining 30% and 10%, respectively, 
are paid by the federal government1.  Municipalities are responsible for 100% of certain costs, such as 
accommodation (i.e., the detachment) and support staff. 

The RCMP operates regional and integrated detachments in many areas of the province.  An integrated detachment 
is comprised of two or more provincial and/or municipal police units.  For example, the North Vancouver Detachment 
houses three policing units:  two municipal (North Vancouver District and North Vancouver City) and one provincial 
(North Vancouver Provincial).  The detachment works on a post-dispatch system which means members respond to 
calls in any of the three policing jurisdictions regardless of whether the member is assigned to the North Vancouver 
City Municipal Unit or the North Vancouver Provincial Unit etc. In integrated detachments, RCMP members from 
each policing unit report to one detachment commander. 
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The regional detachment structure adds another layer to integration.  Regional detachments offer a central point of 
management, coordination and comptrollership for multiple integrated or stand-alone detachments in the area.  For 
example, the Kelowna Regional Detachment is located in the City of Kelowna and the Kelowna Municipal Unit is the 
only policing unit that works out of that building.  However, the West Kelowna Integrated Detachment (consisting of 
the West Kelowna Municipal Unit, the Peachland Municipal Unit and the Kelowna Provincial Unit) and the Lake 
Country Detachment (Lake Country Municipal Unit) fall under the umbrella of the Kelowna Regional Detachment.  
These types of arrangements allow for specialized and/or administrative police services to be delivered regionally. 

In 2019, there were 65 municipalities in BC that contracted with the provincial government for RCMP municipal police 
services. The total authorized strength of the RCMP municipal services was 3,969 members.   

There were 31 municipalities 15,000 population and over with RCMP municipal services and a total strength of 3,512 
member positions.  There were 34 municipalities between 5,000 and 14,999 population with RCMP municipal 
services, with a total strength of 457 member positions. (Note: Includes adjusted strength figures for municipalities
participating in Lower Mainland District Integrated Teams). 

First Nations Self-Administered Policing 
Stl’atl’imx Tribal Police is the only First Nation self-administered Police Service in British Columbia and is governed 
by a police board whose members are selected from each of the ten communities it serves.  Police officers recruited 
by the police board are either experienced officers or graduates of the Justice Institute of British Columbia, Police 
Academy.  All officers are appointed under the Police Act.  In 2019, the Stl'atl'imx Tribal Police amended their 
agreement to increase their authorized strength to 12 police officer positions.  

Enhanced Policing to First Nations Communities 
Through the First Nations Policing Program (FNPP), both the federal and provincial governments provide funding to 
support policing services in addition to the level of policing already provided to the community.  The FNPP was 
established in 1991 to enhance policing that is professional, dedicated and responsive to First Nations and was 
designed to enable greater input over the delivery of policing services within their communities.       

First Nations Community Policing Services (FNCPS) 
In August 2019, the Framework Agreement between the federal government and the provincial government for 
RCMP FNCPS in British Columbia was amended. The additional positions will be reported once the new Framework 
Agreement has been signed and the Community Tripartite Agreements have been negotiated. In 2019, the total 
authorized strength for First Nations policing under this Agreement is 112.5 member positions through 55 Community 
Tripartite Agreements. Each FNCPS Unit is established under a tripartite agreement between the provincial 
government, the federal government and the participating First Nation communities. The provincial share of funding 
the FNCPS is 48% and the federal share is 52%. See page 7 and 8 for a listing of FNCPS positions by Community 
and RCMP Detachment.  

Integrated First Nations Police Units 
In 2007, a policing agreement was signed by the provincial government, the West Vancouver Police Board, and the 
Squamish and Tsleil-Waututh First Nations to create the Integrated First Nations Policing Unit. This Unit is comprised 
of a total of five positions staffed by members within the RCMP and the West Vancouver Police Department and one 
member funded under the First Nations Policing Program.  This policing arrangement provides enhanced, dedicated 
services to reserve lands located in North Vancouver, West Vancouver and the Squamish Valley. 

Tsawwassen Quadripartite Agreement 
In 2019, a new five year policing agreement was signed between the federal government, the provincial government, 
the City of Delta, and the Tsawwassen First Nation to enable the Delta Police Department to deliver enhanced 
policing to the Tsawwassen First Nation.  The funding of this agreement is shared by the provincial and federal 
governments, 48% and 52% respectively.  There is currently one member providing enhanced policing under this 
Agreement. 
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Integrated Teams in BC 
There are a number of integrated teams in the province.  These teams may be “integrated” in one or more ways:

• They are comprised of police officers from more than one police agency or members from at least two
levels of policing (i.e., federal, provincial, municipal); and/or

• Multiple governments (federal, provincial, municipal) contribute to funding the team.

In addition, integrated teams provide services to more than one policing jurisdiction.  In BC, there are three broad 
categories of integrated teams: federal, provincial and regional/municipal.      

Federal Integrated Teams: includes members from municipal, provincial, and/or other federal agencies (Canadian 
and US) which are funded primarily by the federal government. Most Federal integrated teams are managed under 
the Federal Policing program.  Such multi-disciplined groups deal with National Security, Transnational Organized 
Crime, Money Laundering, Integrated Market Enforcement and Border Integrity. 

Provincial Integrated Teams: may include members from municipal, provincial, and/or federal agencies but are 
funded primarily by the provincial government. The provincial teams include Combined Forces Special Enforcement 
Unit (CFSEU), Hate Crime Task Force, Integrated Sexual Predator Observation Team (ISPOT), Integrated Witness 
Protection Services, and the Unsolved Homicide Unit.  

Regional Integrated Teams: may include members from municipal, provincial, and/or federal police agencies.  
These teams are formed to provide specialized services to specific regions of the province and are funded by the 
participating jurisdictions according to predetermined funding formula.  For example, the Lower Mainland District 
(LMD) Police Dog Service provides service to all RCMP municipal and provincial policing jurisdictions in the RCMP 
Lower Mainland District, as well as Abbotsford, Delta, New Westminster, and Port Moody Police Departments.  

FOOTNOTES 

1. The federal government’s contribution is in recognition of the benefits it receives as a result of the RCMP
agreements.

Attachment A
RG B.5b



 Police Resources in British Columbia, 2019 

6 Police Services Division, Ministry of Public Safety and Solicitor General, December 2019 

British Columbia Policing Jurisdictions
MUNICIPAL POLICE 
DEPARTMENTS 
Abbotsford Mun 
Central Saanich Mun 
Delta Mun 
Nelson Mun 
New Westminster Mun 
Oak Bay Mun 
Port Moody Mun 
Saanich Mun 
Vancouver Mun 
Victoria Mun 
West Vancouver Mun 

RCMP ISLAND DISTRICT 
Alert Bay Prov 
Campbell River Mun 
Campbell River Prov 
Colwood Mun 
Comox Mun 
Comox Valley Prov 
Courtenay Mun 
Duncan Prov 
Gabriola Island Prov 
Ladysmith Mun 
Ladysmith Prov 
Lake Cowichan Prov 
Langford Mun 
Nanaimo Mun 
Nanaimo Prov 
Nootka Sound Prov 
North Cowichan Mun 
North Saanich Mun 
Oceanside Prov 
Outer Gulf Islands Prov 
Parksville Mun 
Port Alberni Mun 
Port Alberni Prov 
Port Alice Prov 
Port Hardy Prov 
Port McNeill Prov 
Powell River Mun 
Powell River Prov 
Quadra Island Prov 
Qualicum Beach Mun 
Saltspring Island Prov 
Sayward Prov 
Shawnigan Lake Prov 
Sidney Mun 
Sidney Prov 
Sooke Mun 
Sooke Prov 
Texada Island Prov 

Tofino Prov 
Ucluelet Prov 
View Royal Mun 
West Shore Prov 

RCMP LOWER MAINLAND 
DISTRICT 
Agassiz Prov 
Boston Bar Prov 
Bowen Island Prov 
Burnaby Mun 
Chilliwack Mun 
Chilliwack Prov 
Coquitlam Mun 
Coquitlam Prov 
Hope Mun 
Hope Prov 
Kent Mun 
Langley City Mun 
Langley Township Mun  
Maple Ridge Mun  
Mission Mun 
Mission Prov 
North Vancouver City Mun  
North Vancouver District Mun 
North Vancouver Prov 
Pemberton Prov 
Pitt Meadows Mun 
Port Coquitlam Mun 
Richmond Mun  
Ridge Meadows Prov 
Sechelt Mun 
Squamish Mun  
Squamish Prov  
Sunshine Coast Prov 
Surrey Mun 
Surrey Prov 
University Prov  
Whistler Mun 
Whistler Prov 
White Rock Mun 

RCMP NORTH DISTRICT 
Alexis Creek Prov 
Anahim Lake Prov 
Atlin Prov 
Bella Bella Prov  
Bella Coola Prov 
Burns Lake Prov  
Chetwynd Prov  
Dawson Creek Mun 
Dawson Creek Prov 
Dease Lake Prov 

Fort St. James Prov 
Fort St. John Mun 
Fort St. John Prov 
Fraser Lake Prov 
Houston Granisle Prov 
Hudson’s Hope Prov
Kitimat Mun 
Kitimat Prov 
Lisims/Nass Valley Prov  
Mackenzie Prov  
Masset Prov 
McBride Prov 
New Hazelton Prov  
Northern Rockies Prov 
One Hundred Mile House Prov 
Prince George Mun 
Prince George Prov 
Prince Rupert Mun 
Prince Rupert Prov 
Queen Charlotte City Prov  
Quesnel Mun 
Quesnel Prov 
Smithers Mun 
Smithers Prov 
Stewart Prov 
Takla Landing Prov  
Terrace Mun 
Terrace Prov 
Tsay Keh Dene Prov 
Tumbler Ridge Prov 
Valemount Prov 
Vanderhoof Prov 
Wells Prov 
Williams Lake Mun 
Williams Lake Prov 

RCMP SOUTHEAST 
DISTRICT 
Armstrong Mun 
Armstrong Prov 
Ashcroft Prov 
Barriere Prov 
Castlegar Mun 
Castlegar Prov 
Chase Prov 
Clearwater Prov 
Clinton Prov 
Coldstream Mun 
Columbia Valley Prov 
Cranbrook Mun 
Cranbrook Prov 
Creston Mun 
Creston Prov 

Elkford Prov 
Enderby Prov 
Falkland Prov 
Fernie Mun 
Fernie Prov 
Golden Prov 
Grand Forks Prov 
Kamloops Mun 
Kaslo Prov 
Kelowna Mun 
Kelowna Prov 
Kimberley Mun 
Kimberley Prov 
Keremeos Prov 
Lake Country Mun 
Lillooet Prov 
Logan Lake Prov 
Lumby Prov 
Lytton Prov 
Merritt Mun 
Merritt Prov 
Midway Prov 
Nakusp Prov 
Nelson Prov 
Oliver Prov 
Osoyoos Mun 
Osoyoos Prov 
Peachland Mun 
Penticton Mun 
Penticton Prov 
Princeton Prov 
Revelstoke Mun 
Revelstoke Prov 
Salmo Prov 
Salmon Arm Mun 
Salmon Arm Prov 
Sicamous Prov 
Slocan Lake Prov 
Spallumcheen Mun 
Sparwood Prov 
Summerland Mun 
T’Kumlups Prov
Trail & Greater District Prov 
Trail Mun 
Vernon Mun 
Vernon Prov 
West Kelowna Mun 

FIRST NATIONS SELF-
ADMINISTERED POLICE 
SERVICE 
Stl’atl’imx Tribal Police

Mun = Municipal 
Prov = Provincial 
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First Nations Community Policing Services Statistics, 2019 
FIRST NATIONS COMMUNITIES POLICED BY DETACHMENT 

Detachment Auth.Strength Detachment Auth.Strength 

Agassiz & Chilliwack 7 Dease Lake 2 
Chehalis First Nation Dease River First Nation 
Sto:lo (Scowlitz First Nation, Iskut First Nation 
Kwantlen First Nation, Soowahlie First Tahltan Council 
Nation, Shxw’ow’hamel First Nation, Enderby 1 
Seabird Island First Nation, Chawathil First Spallumcheen 
Nation, Kwaw-kwaw-Apilt First Nation, Fort St. James 4 
Cheam First Nation) Nak’azdli First Nation

Ahousaht / Tofino 2 Tl’azt’en First Nation
Ahousaht First Nation Fort St. John 2 

Alert Bay 1 Blueberry River First Nation 
Da’Naxda’xw First Nation Doig River First Nation 
Gwawaenuk First Nation Halfway River First Nation 
Namgis First Nation Kamloops 4 
Tlowitsis First Nation Kamloops First Nation 
Tsawataineuk First Nation Skeetchestn First Nation 

Alexis Creek 3 Whispering Pines / Clinton First Nation 
Alexis Creek First Nation West Kelowna 3 
Stone First Nation Westbank First Nation 
Xeni Gwet’in First Nation Kitimat  1 
Anaham First Nation Kitimaat First Nation (Haisla) 

Anahim Lake 1 Ladysmith 1 
Ulkatcho First Nation Chemainus First Nation 

Bella Bella 1 Lake Cowichan 1 
Heiltsuk First Nation Ditidaht First Nation 
Oweekeno First Nation Lisims/Nass Valley 3 

Bella Coola 1 Nisga’a
Nuxalk First Nation Lytton 2 

Burns Lake 3 Cooks Ferry Indian Band 
Burns Lake First Nation     Kanaka Bar Indian Band 
Cheslatta Carrier First Nation Lytton First Nation 
Lake Babine Nation Nicomen Indian Band 
Nee-Tahi-Buhn First Nation Siska Indian Band 
Skin Tyee First Nation Skuppah Indian Band 
Wet’su’wet’en First Nation Mackenzie 1 

Campbell River 1 McLeod Lake Indian Band 
Campbell River First Nation Masset 2 
Cape Mudge First Nation (We Wai Kai) Old Masset Village Council 
Homalco First Nation Merritt  4 

Chase 1 Coldwater Council 
Little Shuswap Lake     Lower Nicola Council 
Neskonlith Nooaitch Council 

Chetwynd Shackan Council 
Saulteau  0.5 Upper Nicola Council 
West Moberly First Nation 0.5 Nanaimo 

Cranbrook 1 Nanoose First Nation 0.5 
Akisqu’nuk First Nation Snuneymuxw Council 1.5 
Lower Kootenay First Nation 
St. Mary’s First Nation
Tobacco Plains Indian Band 
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FIRST NATIONS COMMUNITIES POLICED BY DETACHMENT, CONTINUED 

Detachment Auth.Strength Detachment Auth.Strength 
New Hazelton 2 Quesnel  1 

Gitanmaax First Nation Alexandria Council 
Gitanyow First Nation Kluskus Council (Lhoosk’uz Dene Govt) 
Gitsegukla First Nation Nazko Council 
Gitwangak First Nation Red Bluff Council (Lhtako Dene Nation) 
Glen Vowell First Nation Sidney / North Saanich 2 
Hagwilget First Nation Pauquachin First Nation 
Kispiox First Nation Tsartlip First Nation 

North Cowichan 4 Tsawout First Nation 
Cowichan Tribes Tseycum First Nation 

North Vancouver 1 Smithers 1 
Burrard (Tsleil-Waututh) First Nation Moricetown First Nation 
Squamish First Nation Fort Babine First Nation 

Northern Rockies 2 Sunshine Coast  2 
Fort Nelson First Nation Sechelt Council 
Prophet River First Nation Surrey 0.5 

Oliver 1 Semiahmoo First Nation 
Lower Similkameen First Nation Takla Landing  2 
Osoyoos First Nation Takla Lake First Nation 

One Hundred Mile House 1 Terrace 1 
Canim Lake Council Kitselas First Nation 

Penticton 2 Kitsumkalum First Nation 
Penticton Indian Band Tsay Keh Dene  2 

Port Alberni Kwadacha First Nation 
Hupacasath First Nation 2 Tsay Keh Dene First Nation 
Tseshaht First Nation Ucluelet  1 
Huu-ay-aht First Nation 2 Toquaht First Nation 
Uchucklesaht First Nation Yuulu?il?ath First Nation 

Port Hardy 2 Vanderhoof 1 
Gwa’Sala-Nakwaxda’xw First Nation Saik’uz First Nation
Kwakiutl First Nation Vernon 1 
Quatsino First Nation Okanagan First Nation 

Port McNeil (Tahsis) 1 Westshore 1 
Ka:’yu:’k’t’h / Che:k:tles7et’h’ First Nation Esquimalt Council 

Powell River 1 Songhees Council 
Sliammon Council Williams Lake  

Prince Rupert  Canoe Creek First Nation 2 
Gitxaala First Nation 3 Esketemc First Nation 
Gitga’at First Nation Soda Creek Council 2 
Kitasoo First Nation 2 Williams Lake Council 

   Lax-kw’alaams First Nation 3 “E” Division 
Queen Charlotte 2 Program Administrator 1 

Skidegate Council Recruiter  1 
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Municipal Police Statistics, 2019 
RCMP MUNICIPAL UNITS: 15,000 POPULATION AND OVER 

Municipality Population 
Auth. 

Strength 
Adjusted 
Strength1 

Pop Per 
Officer 

CCC 
Offences 

Crime  
Rate 

Case 
Load Total Costs2 

Cost Per 
Capita 

Burnaby Mun1 253,007 297  317 799 16,494 65 52 $59,755,841 $236 
Campbell River Mun 36,324 45  45 807 4,875 134  108 $10,424,206 $287 
Chilliwack Mun1,3 99,007 132  144 687 13,106 132 91 $27,724,102 $280 
Colwood Mun 18,880 18  18 1,073 1,008 53 57 $3,835,261 $203 
Coquitlam Mun1,3 149,959 166  176 853 8,006 53 46 $33,408,686 $223 
Courtenay Mun 28,315 31  31 902 3,652 129 116 $6,144,661 $217 
Cranbrook Mun 21,258 26  26 818 1,931 91 74 $5,837,047 $275 
Fort St. John Mun 22,051 38  38 580 3,081 140 81 $7,205,622 $327 
Kamloops Mun 100,046 142  142 705 11,991 120 84 $28,006,769 $280 
Kelowna Mun 142,162 203  203 700 18,298 129 90 $40,865,967 $287 
Langford Mun 42,629 51  51 836 2,703 63 53 $8,496,063 $199 
Langley City Mun1 27,718 51  56 492 5,478 198 97 $11,774,258 $425 
Langley Township Mun1,3 131,561 145  156 842 10,312 78 66 $33,652,473 $256 
Maple Ridge Mun1,3 91,510 102  111 824 9,546 104 86 $24,776,003 $271 
Mission Mun1 43,202 53  58 747 4,398 102 76 $10,992,759 $254 
Nanaimo Mun3 100,217 145  145 691 16,355 163 113 $29,216,416 $292 
North Cowichan Mun 32,131 32 32 1,004 3,650 114 114 $6,604,061 $206 
North Vancouver City Mun1,4 57,957 68  69 845 4,326 75 63 $14,906,094 $257 
North Vancouver District Mun1,4 92,204 87  87 1,060 3,908 42 45 $18,820,339 $204 
Penticton Mun 36,425 47  47 775 7,975 219 170 $9,378,290 $257 
Pitt Meadows Mun1 19,728 23  25 795 1,471 75 59 $5,260,268 $267 
Port Alberni Mun 18,751 34  34 552 3,253 173 96 $7,547,157 $402 
Port Coquitlam Mun1,3 63,300 76  81 785 4,051 64 50 $14,909,379 $236 
Prince George Mun 81,323 142 142 573 19,039 234 134 $28,594,776 $352 
Richmond Mun1,5 212,276 270  277 766 12,383 58 45 $57,433,154 $271 
Salmon Arm Mun 19,121 19 19 1,006 1,381 72 73 $3,718,474 $194 
Squamish Mun1,3 20,879 25  27 771 1,580 76 58 $5,472,411 $262 
Surrey Mun1,6,7,8 584,851 843 845 692 45,431 78 54 $165,876,069 $284 
Vernon Mun 43,278 56  56 773 6,680 154 119 $12,010,152 $278 
West Kelowna Mun 35,818 29  29 1,235 2,317 65 80 $5,948,585 $166 
White Rock Mun1 21,027 25  26 816 1,546 74 60 $5,290,405 $252 
Total 2,646,915 3,421  3,512 754 250,225 95 71 $703,885,748 $266 

 RCMP MUNICIPAL UNITS: 5,000 TO 14,999 POPULATION

Municipality Population 
Auth. 

Strength 
Adjusted 
Strength1 

Pop Per 
Officer 

CCC 
Offences 

Crime 
Rate 

Case 
Load Total Costs2 

Cost Per 
Capita 

Armstrong Mun9,10 5,494 4 4 1,374 258 47 65 $526,558 $96 
Castlegar Mun 8,631 13 13 664 802 93 62 $2,105,233 $244 
Coldstream Mun 11,383 7 7 1,626 357 31 51 $937,487 $82 
Comox Mun 14,976 12 12 1,291 669 45 58 $1,766,675 $118 
Creston Mun10 5,564 7 7 795 519 93 74 $993,192 $179 
Dawson Creek Mun 12,981 25 25 519 2,098 162 84 $4,372,309 $337 
Fernie Mun9,10 6,039 6 6 1,007 284 47 47 $787,221 $130 
Hope Mun1 6,667 13  14 473 1,537 231 109 $2,368,363 $355 
Kent Mun1 6,704 6  7 1,022 480 72 73 $1,052,973 $157 
Kimberley Mun 8,038 8 8 1,005 268 33 34 $1,132,747 $141 
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RCMP MUNICIPAL UNITS: 5,000 TO 14,999 POPULATION, CONTINUED 

Municipality 

 
 

Population 

 
Auth. 

Strength 

 
Adjusted 
Strength1 

 
Pop Per 
Officer 

 
CCC 

Offences 

 
Crime  

Rate 

 
Case 
Load 

 
 

Total Costs2 

 
Cost Per 

Capita 
Kitimat Mun 8,200 18 18 456 832 101 46 $2,798,578 $341 
Ladysmith Mun 9,048 7 7 1,293 495 55 71 $835,870 $92 
Lake Country Mun10 15,143 13 13 1,165 693 46 53 $2,199,019 $145 
Merritt Mun 7,727 15 15 515 1,715 222 114 $2,210,495 $286 
North Saanich Mun 11,876 11 11 1,080 349 29 32 $1,727,040 $146 
Osoyoos Mun9,10 5,482 6 6 914 407 74 68 $1,012,966 $185 
Parksville Mun 13,354 17 17 786 1,646 123 97 $2,506,620 $188 
Peachland Mun 5,696 4 4 1,424 286 50 72 $698,827 $123 
Powell River Mun 13,829 19 19 728 1,650 119 87 $2,881,606 $208 
Prince Rupert Mun 13,054 36 36 363 2,942 225 82 $5,427,980 $416 
Qualicum Beach Mun 9,166 8 8 1,146 341 37 43 $968,995 $106 
Quesnel Mun 10,392 23 23 452 2,974 286 129 $4,236,141 $408 
Revelstoke Mun 8,244 14 14 589 557 68 40 $2,124,942 $258 
Sechelt Mun1 10,804 11               12 916 854 79 72 $2,335,565 $216 
Sidney Mun 12,235 15 15 816 554 45 37 $2,352,700 $192 
Smithers Mun 5,670 9 9 630 1,058 187 118 $1,745,845 $308 
Sooke Mun 14,657 13 13 1,127 845 58 65 $2,000,996 $137 
Spallumcheen Mun 5,505 4 4 1,376 193 35 48 $595,030 $108 
Summerland Mun 12,359 9 9 1,373 702 57 78 $1,570,838 $127 
Terrace Mun 12,594 28 28 450 3,649 290 130 $4,169,352 $331 
Trail Mun 8,171 14 14 584 1,196 146 85 $2,439,867 $299 
View Royal Mun 11,567 11 11 1,019 742 64 65 $1,631,087 $141 
Whistler Mun1 13,763 24 24 584 1,185 86 50 $6,759,268 $491 
Williams Lake Mun 11,359 25 25 454 3,303 291 132 $5,000,146 $440 
Total 336,372 455             457 736 36,440 108 80 $76,272,531 $227 
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Municipality 
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Auth. 
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Case 
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Total Costs2 

 
Cost Per 

Capita 
Abbotsford Mun1,3 158,582 212             218 727 9,633 61 44 $53,782,726 $339 
Central Saanich Mun 18,089 23 23 786 493 27 21 $5,438,907 $301 
Delta Mun1,3,11 110,443 191             192 574 5,258 48 27 $39,645,838 $359 
Nelson City Mun 11,359 18 18 631 858 76 48 $3,877,141 $341 
New Westminster Mun1 79,737 112 115 695 5,629 71 49 $27,795,594 $349 
Oak Bay Mun 18,568 23 23 807 627 34 27 $5,138,041 $277 
Port Moody Mun1 35,057 52               53 658 1,049 30 20 $12,471,474 $356 
Saanich Mun 122,173 161 161 759 5,099 42 32 $32,259,573 $264 
Vancouver Mun3 687,664 1,327 1,327 518 57,865 84 44 $318,658,229 $463 
Victoria Mun12 112,721 249 249 453 13,292 118 53 $56,793,567 $504 
West Vancouver Mun1,3 47,148 79 81 581 2,459 52 30 $18,276,285 $388 
Total 1,401,541 2,447          2,461  570 102,262 73 42 $574,137,375 $410 
 
Footnotes for this table are on page 11.   

See Police Resource Definitions and Data Qualifiers on page 25 for additional explanatory notes. 
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MUNICIPAL POLICE STATISTICS, 2019 
 
FOOTNOTES 

1. There are 6 Lower Mainland District (LMD) Integrated Teams that provide regional police services to participating LMD RCMP Municipal Police 
Service, RCMP Provincial Police Service and Municipal Police Department: 1) Integrated Homicide Investigation Team (IHIT); 2) Integrated 
Emergency Response Team (IERT); 3) Integrated Police Dog Service (IPDS); 4) Integrated Forensic Identification Services (IFIS); 5) Integrated 
Collision Analyst Reconstruction Section (ICARS); and 6) Integrated Internal Investigator (III).  Adjusted strength is a calculation that adjusts 
a municipal police agency’s authorized strength to account for Integrated Team members who are assigned on a regional basis. For 2019, 
adjusted strength applies to LMD Integrated Teams participation only. This adjustment is based on a proportional allocation of Full-Time 
Equivalent (FTE) utilization attributable to each municipality’s financial contribution to LMD Integrated Teams for the fiscal year 2019/2020. See 
page 25 for the definition of authorized strength. Some LMD municipalities’ authorized strength already includes or accounts for a portion of 
Integrated Team members; therefore, not all adjustments are a simple addition to authorized strength. The values reported have been rounded 
up to the nearest whole number after making the adjustments using exact values from the source data. 

Participating LMD Integrated Team municipalities and their adjusted strength figures are italicized in the Municipal Police Statistics, 2019 table. 
The adjusted strength has been used to calculate population per officer and case load. 

2. Total Costs refer to actual costs as reported by each municipality. For RCMP municipal services, total costs include the municipality’s share of 
RCMP contract costs, including integrated team costs, (70% or 90%, depending on population) as well as any costs that are borne 100% by 
the municipality, i.e., accommodation costs. Total costs for municipal police departments refer to 100% of policing costs. As such, comparisons 
between municipal agencies should be made with caution.  

3. Population figures include First Nations reserve populations. 

4. The municipalities of North Vancouver City and North Vancouver District include three First Nations reserve lands within their boundaries. The 
designated land title names for these reserve lands are: Mission 1 (North Vancouver City); and, Seymour Creek 2 and Burrard Inlet 3 (North 
Vancouver District).  Due to inconsistencies in scoring crime data to the appropriate jurisdictions the populations for these reserve lands were 
assigned to North Vancouver Prov (from 2006 to 2018); prior to 2006 the populations were assigned to North Vancouver District. In 2019, the 
populations for the reserve lands were realigned from North Vancouver Prov and added to the appropriate municipality. This realignment may 
result in changes in reporting; crime statistics should be used with caution. 

5. In 2019, there were 30 member positions dedicated to airport security at the Vancouver International Airport. These members are administered 
through the Richmond RCMP Detachment. The strength and cost data for these 30 members is excluded from Richmond because the 
Vancouver Airport Authority reimburses 100% of the cost to the City of Richmond.  Total Vancouver Airport 2019 costs were $4,980,837.    

6. Authorized strength for the City of Surrey includes 3 Community Constables. A Community Constable is an armed, uniformed peace officer at 
the rank of Special Constable. 

7. Statistics for Surrey Prov are included in Surrey Mun. 

8. Authorized strengths and their associated costs for the municipal departments have been adjusted to exclude secondments to other agencies 
(e.g., Justice Institute of British Columbia Police Academy, CFSEU-BC) as cost for these secondments would be borne by the seconded 
agency. 

9. According to the 2016 Canada Census, the municipalities of Armstrong, Fernie and Osoyoos went over 5,000 population, and as a result, 
became responsible for providing policing within their municipal boundaries. Each of these municipalities signed a Municipal Police Unit 
Agreement with the provincial government for the provision of RCMP Municipal services effective April 1, 2017. Conversely, the population of 
Northern Rockies Regional Municipality went under 5,000 and, as a result, returned to being a provincial responsibility as of April 1, 2017, 
therefore it is no longer responsible for policing their municipal boundaries. 

10. BC Stats population estimates are used for the purpose of the publication; however, the Canada Census is used for determining policing 
responsibility under the Police Act. As a result, a municipality may show a population below or above the population range in their respective 
RCMP Municipal Unit cost share categories. 

11. Population figures include Tsawwassen First Nation (TFN) land populations.  Since 2007, TFN lands are policed by Delta Police Department 
under a Police Service Agreement between the City of Delta, Delta Police Board and TFN and not included in reported costs. For consistency 
with previous reporting, Delta Police Department’s authorized strength includes one officer position to deliver enhanced, dedicated policing 
funded under the First Nation Policing Program, under an agreement with Canada, the Province of BC, City of Delta, Delta Police Board and 
TFN. 

12. The Victoria and Esquimalt Police Departments were amalgamated in 2003.  In 2019, the population of Victoria was 94,005 persons and 
Esquimalt’s was 18,716 persons.  Of the total costs in 2019, $8,198,390 (14.7%) was paid by Esquimalt for its policing services under the 
Agreement. 
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Provincial Police Statistics, 2019 
FIRST NATIONS SELF-ADMINISTERED POLICE SERVICES 
Policing Jurisdiction Population Auth. Strength CCC Offences Crime Rate Case Load 
Stl’atl’imx Tribal Police Service 3,100 12 300 97 25 
Total 3,100 12 300 97 25 

JURISDICTIONS POLICED BY THE RCMP PROVINCIAL SERVICE 
Policing Jurisdiction Population Assigned GD/GIS CCC Offences Crime Rate Case Load 
Agassiz Prov 3,902 8 800 205 100 
Alert Bay Prov 1,315 4 173 132 43 
Alexis Creek Prov 1,543 6 133 86 22 
Anahim Lake Prov 678 4 99 146 25 
Armstrong Prov1 517 3 21 41 7 
Ashcroft Prov 3,846 5 430 112 86 
Atlin Prov 554 3 79 143 26 
Barriere Prov 4,129 4 216 52 54 
Bella Bella Prov 1,718 5 240 140 48 
Bella Coola Prov 2,175 4 218 100 55 
Boston Bar Prov 676 3 122 180 41 
Bowen Island Prov 3,957 3 111 28 37 
Burns Lake Prov 6,087 11 674 111 61 
Campbell River Prov 5,704 7 902 158 129 
Chase Prov 8,549 9 678 79 75 
Chetwynd Prov 5,524 10 538 97 54 
Chilliwack Prov 6,039 8 876 145 110 
Clearwater Prov 4,575 6 272 59 45 
Clinton Prov 1,886 4 157 83 39 
Columbia Valley Prov 10,335 11 595 58 54 
Comox Valley Prov 29,334 19 1,252 43 66 
Coquitlam Prov 3,203 3 82 26 27 
Cranbrook Prov 7,235 4 266 37 67 
Creston Prov 8,638 6 372 43 62 
Dawson Creek Prov 7,482 4 426 57 107 
Dease Lake Prov 1,206 7 125 104 18 
Duncan Prov 16,036 23 3,732 233 162 
Elk Valley Prov2 9,523 13 453 48 35 

 Elkford 2,811 3 99 35 -- 
 Fernie 2,137 4 129 60 -- 
 Sparwood 4,575 5 225 49 -- 

Enderby Prov 7,305 8 659 90 82 
Falkland Prov 3,014 3 108 36 36 
Fort St. James Prov 4,431 13 1,127 254 87 
Fort St. John Prov 14,725 10 675 46 68 
Fraser Lake Prov 2,805 5 157 56 31 
Gabriola Island Prov 4,418 3 188 43 63 
Golden Prov 7,486 11 463 62 42 
Hope Prov 1,551 5 262 169 52 
Houston Granisle Prov3 4,673 9 527 113 59 
Hudsons Hope Prov 1,295 3 58 45 19 
Kelowna Prov 17,336 15 1,633 94 109 
Keremeos Prov4 4,966 6 340 68 59 
Kimberley Prov 2,272 2 62 27 31 
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JURISDICTIONS POLICED BY THE RCMP PROVINCIAL SERVICE, CONTINUED
Policing Jurisdiction Population Assigned GD/GIS CCC Offences Crime Rate Case Load 
Kitimat Prov 484 2 45 93 23 
Kootenay Boundary Regional5 53,646 53 2,680 50 51 

 Castlegar 6,378 3 182 29 -- 

 Grand Forks 9,158 10 635 69 -- 

 Kaslo 2,348 3 149 63 -- 

 Midway 2,832 4 292 103 -- 

 Nakusp 3,548 4 271 76 -- 

 Nelson 12,667 6 354 28 -- 

 Salmo 2,816 4 300 107 -- 

 Slocan Lake 2,013 3 97 48 -- 

 Trail & Greater District 11,886 8 400 34 -- 

Ladysmith Prov 6,693 5 445 66 89 
Lake Cowichan Prov 6,848 10 501 73 50 
Lillooet Prov 3,080 7 317 103 45 
Lisims-Nass Valley Prov 1,926 4 294 153 74 
Logan Lake Prov 2,697 3 145 54 48 
Lumby Prov 6,435 5 224 35 45 
Lytton Prov 1,874 4 130 69 33 
Mackenzie Prov 4,201 10 472 112 47 
Masset Prov 1,899 7 311 164 44 
McBride Prov 1,794 4 145 81 36 
Merritt Prov 3,842 5 224 58 45 
Mission Prov 4,920 5 320 65 64 
Nanaimo Prov 15,394 7 1,004 65 143 
New Hazelton Prov 5,737 11 1,131 197 103 
Nootka Sound Prov 1,936 6 100 52 17 
North Vancouver Prov6 49 2 434 -- 217 
Northern Rockies Prov 4,967 15 863 174 58 
Oceanside Prov 27,853 12 1,413 51 118 
Oliver Prov4 9,999 10 1139 114 117 
One Hundred Mile House Prov 14,201 13 915 64 70 
Osoyoos Prov4 2,453 4 207 84 55 
Outer Gulf Islands Prov 4,786 5 160 33 32 
Pemberton Prov 4,771 9 339 71 38 
Penticton Prov4 12,246 7 925 76 137 
Port Alberni Prov 8,188 7 404 49 58 
Port Alice Prov 710 2 80 113 40 
Port Hardy Prov 5,587 12 1,456 261 121 
Port McNeill Prov 4,425 9 301 68 33 
Powell River Prov 5,799 5 349 60 70 
Prince George Prov 14,362 7 685 48 98 
Prince Rupert Prov 1,805 6 257 142 43 
Princeton Prov 5,473 7 540 99 77 
Quadra Island Prov 3,902 4 145 37 36 
Queen Charlotte City Prov 2,565 5 145 57 29 
Quesnel Prov 13,550 9 750 55 83 
Revelstoke Prov 680 2 61 90 31 
Ridge Meadows Prov7,8 10 3 25 -- 8 
Salmon Arm Prov 9,965 5 410 41 82 
Saltspring Island Prov 11,592 8 732 63 92 
Sayward Prov 796 3 72  90 24 
Shawnigan Lake Prov 19,670 11 805 41 73 
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JURISDICTIONS POLICED BY THE RCMP PROVINCIAL SERVICE, CONTINUED
Policing Jurisdiction Population Assigned GD/GIS CCC Offences Crime Rate Case Load 
Sicamous Prov 4,078 6 252 62 42 
Sidney Prov 3,756 4 272 72 68 
Smithers Prov 7,552 6 480 64 80 
Sooke Prov 5,208 4 232 45 58 
Squamish Prov9,10 2,253 6 113 50 19 
Stewart Prov 419 4 39 93 10 
Sunshine Coast Prov 21,006 22 1,075 51 49 
T'Kumlups Prov 9,965 8 831 83 104 
Takla Landing Prov 202 1 67 332 67 
Terrace Prov 7,773 7 782 101 112 
Texada Island Prov 1,106 2 49 44 25 
Tofino Prov11 3,838 8 705 184 88 
Tsay Keh Dene Prov 596 3 353 592 118 
Tumbler Ridge Prov 2,215 5 105 47 21 
Ucluelet Prov 2,538 4 274 108 69 
University Prov 17,541 17 1,621 92 95 
Valemount Prov 1,712 6 100 58 17 
Vanderhoof Prov 8,856 13 1,013 114 78 
Vernon Prov 12,604 9 588 47 65 
Wells Prov 345 3 23 67 8 
West Shore Prov 9,773 5 327 33 65 
Whistler Prov 324 4 17 52 4 
Williams Lake Prov 13,295 9 682 51 76 
Total 683,408 775 52,401 77 68 
FOOTNOTES  
1. The jurisdictional boundaries for Armstrong Prov were realigned when the municipality of Armstrong became responsible for providing policing within 

their municipal boundary. This may have resulted in inaccurate reporting; therefore, the crime statistics should be used with caution.
2. The Elk Valley Detachment includes Elkford Prov, Fernie Prov, and Sparwood Prov. The Elk Valley Detachment authorized strength total includes

one GIS member assigned to the detachment as a whole.
3. In July 2014, Houston Prov and Granisle Prov were formally amalgamated. Prior to this amalgamation, Houston/Granisle operated in an informally

amalgamated manner from two Detachment offices; the main office in the District of Houston and the second in the Village of Granisle. The Granisle
office remains and functions as a Community Policing Office.

4. In 2003, Oliver and Osoyoos Prov detachments were restructured into the integrated South Okanagan Detachment. From 2006 to 2012, additional
GIS positions were assigned to the Detachment as a whole (in 2012, there were 4 GIS positions assigned to the South Okanagan Detachment).
Effective 2013, South Okanagan Detachment de-integrated and Oliver Prov and Osoyoos Prov operate as stand-alone detachments and are reflected
in this document as separate entities as they currently exist. The additional 4 GIS positions previously assigned to the South Okanagan Detachment
continued to provide services to the wider region. In 2016, one of the 4 GIS shared positions was converted to a GD position and specifically assigned
to Oliver. The remaining 3 GIS positions service the wider region and were split equally by adding 0.75 to the authorized strengths of Keremeos Prov,
Penticton Prov, Oliver Prov and Osoyoos Prov.

5. The Kootenay Boundary Regional Detachment includes: Castlegar Prov, Grand Forks Prov, Kaslo Prov, Midway Prov, Nakusp Prov, Nelson Prov,
Salmo Prov, Slocan Lake Prov, and Trail & Greater District Prov.  The Kootenay Boundary Regional Detachment authorized strength total includes
eight shared GD/GIS (3 officers in charge and 5 GIS) members assigned to the detachment as a whole.

6. The municipalities of North Vancouver City and North Vancouver District include three First Nations reserve lands within their boundaries. The
designated land title names for these reserve lands are: Mission 1 (North Vancouver City); and, Seymour Creek 2 and Burrard Inlet 3 (North
Vancouver District).  Due to inconsistencies in scoring crime data to the appropriate jurisdictions, the populations for these reserve lands were
assigned to North Vancouver Prov (from 2006 to 2018). In 2019, the populations for the reserve lands were realigned from North Vancouver Prov
and added to the appropriate municipality. This realignment may result in changes in reporting; crime statistics should be used with caution.

7. The crime rate has not been included because it is not a meaningful indicator for Ridge Meadows Prov (due to the small residential population and
the relatively large amount of crimes occurring within the Provincial Parks).

8. The integrated Ridge Meadows RCMP Detachment is comprised of the following contract jurisdictions: the City of Maple Ridge; the City of Pitt
Meadows; and, the Ridge Meadows provincial policing jurisdiction. In 2013/14 the RCMP revised the map boundaries that reside in PRIME-BC for
each of the jurisdictions within the Ridge Meadows Detachment. This realignment of jurisdictional boundaries likely resulted in changes in reporting;
as a result, CCC volumes and crime rates prior to 2014 for these individual jurisdictions should be used with caution.

9. Squamish Prov includes 1 shared GD/GIS position that is assigned to the Sea-to-Sky Regional Detachment – an RCMP organizational structure that
includes Whistler, Pemberton and Bowen Island in addition to Squamish.

10. Previously shown as a provincial GD position, 1 member position provides enhanced dedicated services to the Squamish First Nation reserve lands
out of the Squamish Detachment. Due to RCMP changes in reporting lines, this position was re-aligned under the Integrated First Nations Unit,
resulting in (-1) to Squamish Prov in 2019.

11. Tofino Prov includes 2 provincial GD positions located in Ahousaht satellite office.
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Police Statistics Summary, 2019 

Policing Jurisdiction Population 
Auth. 

Strength1 
Pop. Per 

Officer 
CCC  

Offences 
Crime 

Rate 
Case 
Load 

RCMP MUNICIPAL SERVICES TOTAL 2,983,287 3,969 752 286,665 96 72 
15,000 Population and Over 2,646,915 3,512 754 250,225 95 71 
Between 5,000 and 14,999 Population 336,372 457 736 36,440 108 80 

MUNICIPAL POLICE DEPARTMENTS 1,401,541 2,461 570 102,262 73 42 

RCMP PROVINCIAL DETACHMENTS 683,408 7752 882 52,401 77 68 

FIRST NATIONS SELF-ADMINISTERED POLICE SERVICES 3,100 12 258 300 97 25 

See Police Resource Definitions and Data Qualifiers on page 25 for additional explanatory notes. 

FOOTNOTES 

1. Includes adjusted strength figures for jurisdictions participating in Lower Mainland District Integrated Teams.

2. Represents the number of members assigned to GD/GIS functions at a detachment and does not include members assigned to specialized
functions such as traffic enforcement, forensic identification or major case crimes, etc.
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Government Contributions to Policing, 2019 
Total Police Costs Paid By: 

Type of Service1  
Auth. 

Strength2 Population3 Mun Govt4 Prov Govt5 Fed Govt6 Total       
11 Municipal Police Departments7 
Total 2,461 1,401,541 $574,137,375 - - $574,137,375 

RCMP Municipal Services8 
 31 Units 15,000 Population and Over 3,512 2,646,915 $703,885,748 - $63,081,551 $766,967,299 

 34 Units 5000 to 14,999 Population 457 336,372 $76,272,531 - $21,512,023 $97,784,554 

Total 3,969 2,983,287 $780,158,279 - $84,593,574 $864,751,853 

RCMP Provincial Service9 
Total 2,602 - - $394,558,798 $168,140,471 $562,699,269 

First Nations Self-Administered Police Services10 
Total 12 3,100 - $1,082,160 $1,172,340 $2,254,500 

First Nations Community Policing Services11 
Total 112.5 - - $9,834,142 $10,653,654 $20,487,796 

BRITISH COLUMBIA TOTAL 9,156 5,071,336  $ 1,354,295,654  $ 405,475,100  $264,560,039 $2,024,330,793 
See Police Resource Definitions and Data Qualifiers on page 25 for additional explanatory notes. 
FOOTNOTES 

1. Data for the South Coast British Columbia Transportation Authority Police Service (SCBCTAPS) is not included in this table. In 2019, SCBCTAPS
had an authorized strength of 183 positions and cost $39,549,306 (paid for by TransLink, a private company). 

2. Includes adjusted strength figures for jurisdictions participating in Lower Mainland District Integrated Teams.

3. Total Population includes 683,408 persons residing within municipalities with populations below 5,000 or unincorporated areas, served by the
RCMP Provincial Service in 2019. This figure is not specified within the table under RCMP Provincial Service because it only represents
rural/unincorporated detachments. The Provincial Service also provides services to populations served by the entire province (see page 3).

4. Total Costs for municipalities refer to actual costs for calendar year 2019 as reported by each municipality. For further information, see the Total
Costs definition on page 26.

5. Police costs paid by the provincial government represent actual costs paid in fiscal year 2019/20.

6. Police costs paid by the federal government represent actual costs paid in fiscal year 2019/20 for their share of municipal and provincial policing
costs only; these figures only represent their share of the contract costs and exclude costs borne by the federal government which are over and
above the contract costs. These figures also do not include the costs to Canada for Federal Service members operating in BC.

7. Total Costs for municipal police departments represent 100% of policing costs.

8. Total Costs for RCMP municipal services include the municipality’s share of RCMP contract costs (70% or 90%, depending on population) as well
as any costs that are borne 100% by the municipality, i.e., accommodation costs, support staff.  Data for dedicated airport security positions at the
Vancouver International Airport is not included in this table.  In 2019, the Vancouver International Airport had an authorized strength of 30. These
positions were administered through the Richmond RCMP detachment; the Vancouver Airport Authority reimbursed 100% of the cost to the City
of Richmond. Total Vancouver Airport costs in 2019 were $4,980,837.

9. Total Costs paid by the provincial government include funding for the Front-Line Resource Reallocation initiative. Resulting changes in authorized
strength for impacted units will be reflected in the next year’s publication.

10. Total Costs paid by the provincial government include additional funding for police equipment, contract services and professional fees.

11. Authorized strength includes Aboriginal Community Constable Program members, which are gradually being converted to Community Tripartite
Agreement under the First Nations Community Policing Services (FNCPS). In 2019, the authorized strength increased to 112.5, and the additional
positions will be reflected in next year's publication. Costs associated with enhanced police services provided by Delta Police Department to
Tsawwassen First Nation (TFN), which are shared by the provincial and federal governments (48% and 52% respectively), are not included within
this table.  In 2019, the provincial government contributed $89,440 and the federal government contributed $96,893 for the position providing this
enhanced service to TFN.  The position is included in the authorized strength for Delta Police Department.
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British Columbia Authorized Strength1 by Responsibility 2010-2019 
POLICING RESPONSIBILITY 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 

RCMP DIVISION ADMINISTRATION2 115 113 109 97 111 103 101 99 99 99 

RCMP FEDERAL SERVICE 1,029 1,035 1,028 1,021 1,058 1,038 1,050 1,059 1,044 1,038 

  Federal Criminal Law 876 875 888 886 906 905 918 928 911 903 
Protective Policing 153 160 140 135 152 133 132 131 133 135 

RCMP PROVINCIAL SERVICE3 2,306 2,306 2,602 2,602 2,602 2,602 2,602 2,602 2,602 2,602 

  Provincial, District & Specialized Resources 1,551 1,543 1,833 1,834 1,830 1,830 1,827 1,829 1,829 1,827 
  Provincial Detachments – General Duty &   
  Investigations 

755 763 769 768 772 772 775 773 773 775 

RCMP MUNICIPAL SERVICE 3,352 3,349 3,388 3,429 3,468 3,606 3,672 3,730 3,799 3,876 

MUNICIPAL POLICE DEPARTMENTS 2,399 2,406 2,404 2,407 2,405 2,407 2,422 2,429 2,440 2,447 

FIRST NATIONS COMMUNITY POLICE 
SERVICES4 108.5 108.5 108.5 108.5 108.5 108.5 108.5 108.5 108.5 112.5 

FIRST NATIONS SELF-ADMINISTERED 
POLICE SERVICES 10 8 8 9 10 10 10 10 10 12 

SOUTH COAST BRITISH COLUMBIA 
TRANSPORTATION AUTHORITY POLICE5 167 167 167 167 167 167 167 175 183 183 

VANCOUVER INTERNATIONAL AIRPORT6 27 27 27 27 27 27 27 27 27 30 

VICTORIA INTERNATIONAL AIRPORT7 2 2 2 0 0 0 0 0 0 0 

BRITISH COLUMBIA TOTAL 9,516 9,522 9,844 9,868 9,958 10,070 10,159 10,239 10,312 10,400 

See Police Resource Definitions and Data Qualifiers on page 25 for additional explanatory notes. 

FOOTNOTES 
1. Adjusted strength figures are not available for depictions of 10-year trend data. As a result, only authorized strengths are used in this table. See

page 25 for the definition of authorized strength. 
2. Due to an RCMP calculation error, the 10-Year authorized strength figures for the RCMP Division Administration have been adjusted. See data

qualifier 8 on page 26. 
3. In 2012, the number of authorized strength positions under Annex A of the Provincial Police Service Agreement (PPSA) was adjusted upon signing

the 2012 Agreement. 
4. Authorized strength figures include Aboriginal Community Constable Program (ACCP) members.  ACCP positions are gradually being converted

to Community Tripartite Agreement under the First Nations Community Policing Services (FNCPS). 
5. The South Coast British Columbia Transportation Authority Police Service (SCBCTAPS) was formed as a transit security department in October

2004, and converted to a designated police unit under the Police Act on December 4, 2005. 
6. Vancouver Airport Authority signed a supplemental agreement to Richmond’s Municipal Police Unit Agreement in 2012. At that time, the City of

Richmond assumed the administrative and financial functions for payment of enhanced RCMP policing services to the airport through the Richmond 
RCMP detachment. The airport authority reimburses Richmond 100% of the cost for the airport police. Authorized strength data for Richmond does 
not include Vancouver International Airport positions. 

7. Victoria Airport Authority signed a supplemental agreement to North Saanich’s Municipal Police Unit Agreement in 2006. At that time, the District
of North Saanich assumed the administrative and financial functions for payment of enhanced RCMP policing services to the airport through the 
North Saanich RCMP detachment. The airport authority reimbursed North Saanich 100% of the cost for the airport police. Effective April 2013, the 
Victoria Airport Authority agreement for dedicated police services ended and was not continued.  
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Authorized Strength by Jurisdiction, 2010-2019 
Policing Jurisdiction1 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 
Abbotsford Mun 210 210 208 209 204 204 204 206 210 212 
Agassiz Prov1 7 7 7 8 8 8 8 8 8 8 
Alert Bay Prov 3 3 3 3 4 4 4 4 4 4 
Alexis Creek Prov 5 5 5 5 5 5 6 6 6 6 
Anahim Lake Prov 4 4 4 4 4 4 4 4 4 4 
Armstrong Mun1 -- -- -- -- -- -- -- 3 3 4 
Armstrong Prov1 8 8 5 5 6 6 6 3 3 3 
Ashcroft Prov 5 5 5 5 5 5 5 5 5 5 
Atlin Prov 3 3 3 3 3 3 3 3 3 3 
Barriere Prov 4 4 4 4 4 4 4 4 4 4 
Bella Bella Prov 5 5 5 5 5 5 5 5 5 5 
Bella Coola Prov 3 3 3 3 4 4 4 4 4 4 
Boston Bar Prov 3 3 3 3 3 3 3 3 3 3 
Bowen Island Prov 3 3 3 3 3 3 3 3 3 3 
Burnaby Mun 277 277 277 277 277 277 277 277 285 297 
Burns Lake Prov 11 11 11 11 11 11 11 11 11 11 
Campbell River Mun 43 43 43 43 43 43 43 43 45 45 
Campbell River Prov 7 7 7 7 7 7 7 7 7 7 
Castlegar Mun 13 13 13 13 13 13 13 13 13 13 
Central Saanich Mun 23 23 23 23 23 23 23 23 23 23 
Chase Prov 9 9 9 9 9 9 9 9 9 9 
Chetwynd Prov 10 10 10 10 10 10 10 10 10 10 
Chilliwack Mun 104 105 106 107 107 108 110 120 125 132 
Chilliwack Prov 8 8 8 8 8 8 8 8 8 8 
Clearwater Prov 5 5 5 6 6 6 6 6 6 6 
Clinton Prov 4 4 4 4 4 4 4 4 4 4 
Coldstream Mun 7 7 7 7 7 7 7 7 7 7 
Columbia Valley Prov 11 11 11 11 11 11 11 11 11 11 
Colwood Mun 16 16 17 17 17 17 17 17 17 18 
Comox Mun2 12 12 12 12 12 12 12 12 12 12 
Comox Valley Prov 19 19 19 19 19 19 19 19 19 19 
Coquitlam Mun 148 152 152 152 152 156 162 162 162 166 
Coquitlam Prov 3 3 3 3 3 3 3 3 3 3 
Courtenay Mun 28 30 30 30 30 30 30 30 30 31 
Cranbrook Mun 26 26 26 26 26 26 26 26 26 26 
Cranbrook Prov 4 4 4 4 4 4 4 4 4 4 
Creston Mun1 -- -- 7 7 7 7 7 7 7 7 
Creston Prov 13 13 6 6 6 6 6 6 6 6 
Dawson Creek Mun 24 24 25 25 25 25 25 25 25 25 
Dawson Creek Prov 4 4 4 4 4 4 4 4 4 4 
Dease Lake Prov 6 6 6 6 7 7 7 7 7 7 
Delta Mun 165 170 170 170 173 173 180 185 190 191 
Duncan Prov 23 23 23 23 23 23 23 23 23 23 
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Authorized Strength by Jurisdiction, 2010-2019, Continued 
Policing Jurisdiction1 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 
Elk Valley Detachment1,3 18 18 18 18 18 18 18 13 13 13 

 Elkford Prov 3 3 3 3 3 3 3 3 3 3 

 Fernie Prov 9 9 9 9 9 9 9 4 4 4 

 Sparwood Prov 5 5 5 5 5 5 5 5 5 5 

Enderby Prov 6 6 6 6 8 8 8 8 8 8 
Falkland Prov 3 3 3 3 3 3 3 3 3 3 
Fernie Mun1 -- -- -- -- -- -- -- 5 5 6 
Fort St. James Prov 14 14 13 13 13 13 13 13 13 13 
Fort St. John Mun 34 34 34 34 34 36 36 38 38 38 
Fort St. John Prov 10 10 10 10 10 10 10 10 10 10 
Fraser Lake Prov 5 5 5 5 5 5 5 5 5 5 
Gabriola Island Prov 3 3 3 3 3 3 3 3 3 3 
Golden Prov 11 11 11 11 11 11 11 11 11 11 
Hope Mun 13 13 13 13 13 13 13 13 13 13 
Hope Prov 5 5 5 5 5 5 5 5 5 5 
Houston Granisle Detachment4 6 6 6 6 9 9 9 9 9 9 
Hudsons Hope Prov 3 3 3 3 3 3 3 3 3 3 
Kamloops Mun 124 124 124 124 124 136 136 136 142 142 
Kelowna Mun 156 160 174 177 179 185 191 191 195 203 
Kelowna Prov1 18 18 15 15 15 15 15 15 15 15 
Kent Mun1 5 5 5 5 6 6 6 6 6 6 
Keremeos Prov5 5 6 6 6 6 6 6 6 6 6 
Kimberley Mun 9 8 8 8 8 8 8 8 8 8 
Kimberley Prov 2 2 2 2 2 2 2 2 2 2 
Kitimat Mun 15 15 15 15 16 18 18 18 18 18 
Kitimat Prov 2 2 2 2 2 2 2 2 2 2 
Kootenay Boundary Regional Detachment6 53 53 53 53 53 53 53 53 53 53 

 Castlegar Prov 3 3 3 3 3 3 3 3 3 3 

 Grand Forks Prov 10 10 10 10 10 10 10 10 10 10 

 Kaslo Prov 3 3 3 3 3 3 3 3 3 3 

 Midway Prov 4 4 4 4 4 4 4 4 4 4 

 Nakusp Prov 4 4 4 4 4 4 4 4 4 4 

 Nelson Prov 6 6 6 6 6 6 6 6 6 6 

 Salmo Prov 4 4 4 4 4 4 4 4 4 4 

 Slocan Lake Prov 3 3 3 3 3 3 3 3 3 3 

 Trail & Greater District Prov 8 8 8 8 8 8 8 8 8 8 
Ladysmith Mun 7 7 7 7 7 7 7 7 7 7 
Ladysmith Prov 5 5 5 5 5 5 5 5 5 5 
Lake Country Mun 12 12 12 12 12 12 12 12 13 13 
Lake Cowichan Prov1 10 10 10 10 10 10 10 10 10 10 
Langford Mun 26 27 28 29 30 30 38 42 42 51 
Langley City Mun 50 50 50 50 50 50 50 51 51 51 
Langley Township Mun 133 133 134 134 135 138 140 140 144 145 
Lillooet Prov 7 7 7 7 7 7 7 7 7 7 
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Authorized Strength by Jurisdiction, 2010-2019, Continued 
Policing Jurisdiction1 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 
Lisims-Nass Valley Prov 4 4 4 4 4 4 4 4 4 4 
Logan Lake Prov 3 3 3 3 3 3 3 3 3 3 
Lumby Prov 5 5 5 5 5 5 5 5 5 5 
Lytton Prov 4 4 4 4 4 4 4 4 4 4 
Mackenzie Prov1 10 10 10 10 10 10 10 10 10 10 
Maple Ridge Mun 89 89 89 93 94 96 97 101 102 102 
Masset Prov 7 7 7 7 7 7 7 7 7 7 
McBride Prov 3 3 3 4 4 4 4 4 4 4 
Merritt Mun 15 15 15 15 15 15 15 15 15 15 
Merritt Prov 5 5 5 5 5 5 5 5 5 5 
Mission Mun 52 52 50 50 50 50 51 52 53 53 
Mission Prov 5 5 5 5 5 5 5 5 5 5 
Nanaimo Mun 135 135 140 145 145 145 145 145 145 145 
Nanaimo Prov 6 6 6 7 7 7 7 7 7 7 
Nelson City Mun 17 17 17 17 17 19 19 19 18 18 
New Hazelton Prov 10 10 10 10 10 10 11 11 11 11 
New Westminster Mun 108 108 108 108 108 108 110 110 112 112 
Nootka Sound Prov 5 5 5 6 6 6 6 6 6 6 
North Cowichan Mun 30 30 31 31 31 31 31 31 32 32 
North Saanich Mun 11 11 11 11 11 11 11 11 11 11 
North Vancouver City Mun 64 64 64 64 64 64 64 65 66 68 
North Vancouver District Mun  91 91 91 91 91 91 91 90 89 87 
North Vancouver Prov 2 2 2 2 2 2 2 2 2 2 
Northern Rockies Mun1 11 11 -- 11 11 11 11 -- -- -- 
Northern Rockies Prov1 4 4 15 4 4 4 4 15 15 15 
Oak Bay Mun 23 23 23 23 23 23 23 23 23 23 
Oceanside Prov 12 12 12 12 12 12 12 12 12 12 
Oliver Prov1,5 10 10 10 9 9 9 10 10 10 10 
One Hundred Mile House Prov 13 13 13 13 13 13 13 13 13 13 
Osoyoos Mun1  --  --  -- -- -- -- -- 5 5  6 
Osoyoos Prov1,5 8 8 8 9 9 9 9 4 4 4 
Outer Gulf Islands Prov 4 4 4 5 5 5 5 5 5 5 
Parksville Mun 16 16 16 16 16 16 16 16 17 17 
Peachland Mun1  --  -- 4 4 4 4 4 4 4  4 
Pemberton Prov 10 10 9 9 9 9 9 9 9 9 
Penticton Mun 45 45 45 45 45 45 45 45 46 47 
Penticton Prov5 6 7 7 7 7 7 7 7 7 7 
Pitt Meadows Mun 22 22 22 23 22 22 22 23 23 23 
Port Alberni Mun 35 35 35 34 34 34 34 34 34 34 
Port Alberni Prov 7 7 7 7 7 7 7 7 7 7 
Port Alice Prov 2 2 2 2 2 2 2 2 2 2 
Port Coquitlam Mun 67 67 67 67 67 67 71 74 74 76 
Port Hardy Prov 12 12 12 12 12 12 12 12 12 12 
Port McNeill Prov 8 8 8 8 9 9 9 9 9 9 
Port Moody Mun 50 50 50 50 51 51 51 51 52 52 
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Authorized Strength by Jurisdiction, 2010-2019, Continued 
Policing Jurisdiction1 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 
Powell River Mun 18 18 18 18 18 18 19 19 19 19 
Powell River Prov 5 5 5 5 5 5 5 5 5 5 
Prince George Mun 130 128 128 128 128 135 138 140 142 142 
Prince George Prov 7 7 7 7 7 7 7 7 7 7 
Prince Rupert Mun 36 36 36 36 36 36 36 36 36 36 
Prince Rupert Prov7 6 6 6 6 6 6 6 6 6 6 
Princeton Prov 7 7 7 7 7 7 7 7 7 7 
Quadra Island Prov 4 4 4 4 4 4 4 4 4 4 
Qualicum Beach Mun 8 8 8 8 8 8 8 8 8 8 
Queen Charlotte City Prov 5 5 5 5 5 5 5 5 5 5 
Quesnel Mun 21 21 21 21 21 21 21 21 21 23 
Quesnel Prov 9 9 9 9 9 9 9 9 9 9 
Revelstoke Mun 12 12 12 12 12 12 12 13 13 14 
Revelstoke Prov 2 2 2 2 2 2 2 2 2 2 
Richmond Mun8 211 211 211 211 212 212 224 235 251 270 
Ridge Meadows Prov 3 3 3 3 3 3 3 3 3 3 
Saanich Mun 152 154 154 156 156 157 161 161 161 161 
Salmon Arm Mun 19 19 19 19 19 19 19 19 19 19 
Salmon Arm Prov 5 5 5 5 5 5 5 5 5 5 
Saltspring Island Prov 8 8 8 8 8 8 8 8 8 8 
Sayward Prov 3 3 3 4 3 3 3 3 3 3 
Sechelt Mun 11 11 11 11 11 11 11 11 11 11 
Shawnigan Lake Prov 11 11 11 11 11 11 11 11 11 11 
Sicamous Prov 6 6 6 6 6 6 6 6 6 6 
Sidney Mun 14 14 14 14 15 15 15 15 15 15 
Sidney Prov 4 4 4 4 4 4 4 4 4 4 
Smithers Mun 9 9 9 9 9 9 9 9 9 9 
Smithers Prov 6 6 6 6 6 6 6 6 6 6 
Sooke Mun 11 11 11 11 11 11 12 13 13 13 
Sooke Prov 4 4 4 4 4 4 4 4 4 4 
Spallumcheen Mun1 -- -- 3 3 3 3 3 3 3 4 
Squamish Mun 25 25 25 25 25 25 25 25 25 25 
Squamish Prov9 7 7 7 7 7 7 7 7 7 6 
Stewart Prov 3 3 3 4 4 4 4 4 4 4 
Summerland Mun 9 9 9 9 9 9 9 9 9 9 
Sunshine Coast Prov1 22 22 22 22 22 22 22 22 22 22 
Surrey Mun10,11 641 651 661 673 703 803 819 831 843 843 
Surrey Prov11  --  --  -- -- -- -- -- -- -- -- 
T'Kumlups Prov 8 8 8 8 8 8 8 8 8 8 
Takla Landing Prov 1 1 1 1 1 1 1 1 1 1 
Terrace Mun 25 25 25 25 25 25 25 25 25 28 
Terrace Prov 7 7 7 7 7 7 7 7 7 7 
Texada Island Prov 2 2 2 2 2 2 2 2 2 2 
Tofino Prov 6 6 8 8 8 8 8 8 8 8 
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Authorized Strength by Jurisdiction, 2010-2019, Continued 

Adjusted strength figures are not available for depictions of 10-year trend data. As a result, only authorized strengths and assigned GD/GIS for the 
Provincial Service are used in this table. See Police Resource Definitions and Data Qualifiers on page 25 for additional explanatory notes. 

FOOTNOTES 

1. The following policing jurisdictions have been opened or closed subsequent to Canada Census results or detachment/departmental amalgamations.
Where jurisdictions have been amalgamated, the data shown reflect the total reporting for both the present jurisdiction and the absorbed jurisdiction 
up to and including the year in which the jurisdictions were amalgamated. 

2003: Sparwood Prov, Fernie Prov and Elkford Prov were restructured into Elk Valley Detachment. 
Oliver Prov and Osoyoos Prov were restructured into South Okanagan Detachment. 
Sechelt Prov and Gibsons Prov amalgamated into Sunshine Coast Prov. 
Esquimalt Police Department amalgamated with the Victoria Police Department. 

2004: Ditidaht First Nations Self-Administered Police Service (FNSAPS) was closed and Lake Cowichan RCMP provincial detachment assumed 
policing responsibilities for the area. 

2007: As a result of the 2006 Canada Census, the Township of Spallumcheen and the District of Mackenzie went under 5,000 population.  
Spallumcheen reverted to a provincial service jurisdiction effective April 1, 2007.  Mackenzie reverted to a provincial service jurisdiction 
on April 1, 2008.  

2009: The District of West Kelowna incorporated in 2007 with a population exceeding 15,000.  The District continued to be policed by the 
provincial service as part of Kelowna Prov until they signed a Municipal Police Unit Agreement effective April 1, 2009. According to the 
2006 Canada Census, the District of Kent went over 5,000 population. The District was policed by Agassiz Prov until they signed a 
Municipal Police Unit Agreement effective April 1, 2009.

2010: The former Northern Rockies Regional District incorporated as the first regional municipality in BC in 2009.  The Northern Rockies 
Regional Municipality continued to be policed by the provincial service as part of Fort Nelson Prov until they signed a Municipal Police
Unit Agreement effective April 1, 2010. The municipality was policed by Northern Rockies Mun from April 1, 2010 to March 31, 2012 (see 
also below) and the remaining area was policed by Northern Rockies Prov during this time (for the purposes of this table “Fort Nelson 
Prov” figures are reported under “Northern Rockies Prov”).

Policing Jurisdiction1 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 
Trail Mun 14 14 14 14 14 14 14 14 14 14 
Tsay Keh Dene Prov 2 2 2 2 3 3 3 3 3 3 
Tumbler Ridge Prov 5 5 5 5 5 5 5 5 5 5 
Ucluelet Prov 4 4 4 4 4 4 4 4 4 4 
University Prov 17 17 17 17 17 17 17 17 17 17 
Valemount Prov 4 4 4 6 6 6 6 6 6 6 
Vancouver Mun 1,327 1,327 1,327 1,327 1,327 1,327 1,327 1,327 1,327 1,327 
Vanderhoof Prov12 9 9 9 9 9 9 10 10 10 13 
Vernon Mun 65 56 56 56 56 56 56 56 56 56 
Vernon Prov 12 12 12 12 9 9 9 9 9 9 
Victoria Mun1 243 243 243 243 243 243 245 245 245 249 
View Royal Mun 8 8 8 8 9 9 10 10 10 11 
Wells Prov 3 3 3 3 3 3 3 3 3 3 
West Kelowna Mun1 21 21 23 23 23 23 24 26 28 29 
West Shore Prov 5 5 5 5 5 5 5 5 5 5 
West Vancouver Mun 81 81 81 81 80 79 79 79 79 79 
Whistler Mun 24 24 24 24 24 24 24 24 24 24 
Whistler Prov 4 4 4 4 4 4 4 4 4 4 
White Rock Mun 23 23 23 23 23 23 23 23 25 25 
Williams Lake Mun 24 24 24 24 24 24 24 25 25 25 
Williams Lake Prov 9 9 9 9 9 9 9 9 9 9 
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FOOTNOTES, CONTINUED 

2012: According to the 2011 Canada Census, the municipalities of Creston, Peachland and Spallumcheen went over 5,000 population and, as 
a result, became responsible for providing police services within their municipal boundaries.  Each of these municipalities signed a 
Municipal Police Unit Agreement with the provincial government for the provision of RCMP municipal services effective April 1, 2012. 
Prior to 2012, Creston was policed by Creston Prov; Peachland was policed by Kelowna Prov; and Spallumcheen was policed by 
Armstrong Prov. In addition, due to 2011 Canada Census results, Northern Rockies Regional Municipality (NRRM) fell below 5,000 
population, and responsibility for policing the municipality reverted back to the provincial service (Northern Rockies Prov) effective April 
1, 2012.  

2013: NRRM appealed their Census population figure with Statistics Canada. An investigation was conducted and Statistics Canada revised 
NRRM’s Census count to 5,290. As a result, NRRM again became responsible for policing within its municipal boundaries effective April 
1, 2013. 

2017:   According to the 2016 Canada Census, the municipalities of Armstrong, Fernie and Osoyoos went over 5,000 population and, as a result, 
became responsible for providing policing within their municipal boundaries, effective April 1, 2017. In addition, due to 2016 Canada 
Census results, Northern Rockies Regional Municipality (NRRM) fell below 5,000 population, and responsibility for policing the municipality 
reverted back to the provincial service (Northern Rockies Prov) effective April 1, 2017.  

2. In 2017, Comox Mun reduced its authorized strength to 11.3 to reflect the deeming of civilian members into the Federal public service. The deeming
date has been postponed and therefore, the authorized strength remains at 11.6 (shown as 12).

3. The Elk Valley Detachment includes three provincial policing jurisdictions: Elkford Prov, Fernie Prov, and Sparwood Prov.  Starting in 2010, the Elk
Valley Detachment authorized strength total included one GIS member assigned to the detachment as a whole.

4. In July 2014, Houston Prov and Granisle Prov were formally amalgamated. Prior to this amalgamation, Houston/Granisle operated in an informally
amalgamated manner from two Detachment offices; the main office in the District of Houston and the second in the Village of Granisle. The Granisle 
office remains and functions as a Community Policing Office.

5. In 2003, Oliver and Osoyoos Prov detachments were restructured into the integrated South Okanagan Detachment. From 2006 to 2012, additional
GIS positions were assigned to the Detachment as a whole (in 2012, there were 4 GIS positions assigned to the South Okanagan Detachment).
Effective 2013, South Okanagan Detachment de-integrated and Oliver Prov and Osoyoos Prov operate as stand-alone detachments and are reflected 
in this document as separate entities as they currently exist. The additional 4 GIS positions previously assigned to the South Okanagan Detachment
continued to provide services to the wider region. In 2016, one of the 4 GIS shared positions was converted to a GD position and exclusively assigned
to Oliver. The remaining 3 GIS positions service the wider region and were split equally by adding 0.75 to the authorized strengths of Keremeos
Prov, Penticton Prov, Oliver Prov and Osoyoos Prov.

6. The Kootenay Boundary Regional Detachment includes nine provincial policing jurisdictions: Castlegar Prov, Grand Forks Prov, Kaslo Prov, Midway
Prov, Nakusp Prov, Nelson Prov, Salmo Prov, Slocan Lake Prov, and Trail & Greater District Prov.  The Kootenay Boundary Regional Detachment
authorized strength total includes eight shared GD/GIS (3 officers in charge and 5 GIS) members assigned to the detachment as a whole.

7. In 2010, the Coastal Policing Unit in Prince Rupert took over policing of the Kitasoo/Klemtu area; increasing its authorized strength by two
members.

8. Vancouver Airport Authority signed a supplemental agreement to Richmond’s Municipal Police Unit Agreement in 2012. At that time, the City of
Richmond assumed the administrative and financial functions for payment of dedicated RCMP policing services to the Vancouver airport through the
Richmond RCMP detachment. The Airport Authority reimburses Richmond 100% of the cost for these services. Authorized strength data for
Richmond does not include Vancouver International Airport positions.

9. Previously shown as a provincial GD position, 1 member position provides enhanced dedicated services to the Squamish First Nation reserve lands
out of the Squamish Detachment. Due to RCMP changes in reporting lines, this position was re-aligned under the Integrated First Nations Unit,
resulting in (-1) to Squamish Prov in 2019.

10. Authorized strength for the City of Surrey includes 3 Community Constables. A Community Constable is an armed, uniformed peace officer at the
rank of Special Constable.

11. As of 2007, statistics for Surrey Prov are included in Surrey Mun.

12. In 2019, Vanderhoof Prov increased by 3 members; 1 converted from a specialized position and 2 officers reallocated from within the Provincial
Service.
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Impact of Uniform Crime Reporting (UCR) Scoring Rule Changes 

Comparisons of crime statistics between jurisdictions, provinces, and years should be made with caution, as many 
factors influence police-reported crime statistics other than actual changes in crime, such as demographic 
changes, social and economic trends, public reporting practices to police, technological advancements, legislative 
amendments, local police service priorities, social perceptions and attitudes towards certain crimes, and other 
factors.  

Changes in 2018 and 2019 are attributable in part to changes in reporting practices. 

In January 2018, Statistics Canada updated the definitions of “founded” and “unfounded” crimes in its reporting 
methodology for police services across Canada. The new definitions represent a “victim-centred approach” to
recording crimes, which means it is to be believed that the crime occurred (“founded”) unless there is credible
evidence to prove it did not (“unfounded”). Statistics Canada predicted that as a result of these changes, the 
number of “founded” incidents for some types of crimes, including sexual assault, likely would increase and the 
clearance rate for these crimes likely would decrease.   

Many police agencies across Canada implemented these changes at varying points throughout 2018, and the 
anticipated impacts on crime data may have already begun to occur in 2018. In BC, the rollout occurred later, 
which Statistics Canada noted may have contributed to the notable increases in BC’s police-reported crime in 
2019. 

Police agencies across BC implemented these scoring rule changes in January 2019. Additionally, Statistics 
Canada noted that police services in BC undertook a uniform training strategy to further standardize reporting 
throughout the province, which also may have contributed to BC’s increase.

More information about the UCR Survey and these scoring rule changes can be found at: 

https://www150.statcan.gc.ca/n1/pub/85-002-x/2018001/article/54973-eng.htm 

https://www150.statcan.gc.ca/n1/pub/85-002-x/2020001/article/00010-eng.htm 
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Police Resource Definitions and Data Qualifiers 
1. Population figures are estimates prepared annually by BC Stats, based on the results of Canada Census

which is conducted every five years. These estimates reflect only the permanent or resident population of a
jurisdiction. Where a jurisdiction serves as a business and/or entertainment centre, it may have substantial
“part-time” and “resident non-resident” populations relative to its resident or “late night” population, i.e., tourists,
cabin owners, commuters, students, and seasonal staff.  These temporary populations, whose permanent
residence is within another jurisdiction, are excluded from a jurisdiction’s population figures. Note: the 2019
population estimates provided by BC Stats were based on the Statistics Canada 2016 Census boundary
geographies adjusted in accordance with current police jurisdiction boundaries.

2. Authorized strength represents the maximum number of positions that the detachment or department has
been authorized to fill as of December 31st of each calendar year.  The authorized strength for both municipal
RCMP services and municipal police department jurisdictions (Mun) represents the number of sworn
officers/members and sworn civilian officers/members assigned to a detachment or department, but does not
include non-sworn civilian support staff, bylaw enforcement officers, the RCMP Auxiliary program or municipal
police department reserve police officers. The authorized strength for Provincial Service jurisdictions (Prov)
represents the number of sworn members assigned to General Duty and General Investigation Service
(GD/GIS) functions at a detachment but does not include members assigned to specialized functions such as
traffic enforcement, forensic identification or major case crimes, etc. The assigned strengths for provincial
service jurisdictions are obtained from RCMP “E” Division Headquarters. The authorized strengths for RCMP
municipal jurisdictions are obtained from Annex A of each municipality’s Municipal Police Unit Agreement
(MPUA). (Note: Due to inconsistencies in counting Integrated Team members some Lower Mainland District
(LMD) municipalities’ authorized strengths are not comparable and may reflect some, none or all integrated
team members. Police Services Division is working with the RCMP and LMD municipalities to achieve
consistency in Annex A, authorized strengths. For 2019, a separate “adjusted strength” figure for these
municipalities has been calculated to show the net adjustment to authorized strength to account for Integrated
Team members. Adjusted strength figures are not included in tables showing ten year authorized strength
trends). Authorized strengths for municipalities policed by municipal police departments are collected annually
from each department. The exact values from the source data was used, however values reported have been
rounded up to the nearest whole number, unless otherwise shown. Due to the differences in the organizational
structure of each type of unit and methods of collecting authorized strength data, comparisons between RCMP
provincial, RCMP municipal, and municipal police jurisdictions should be made with caution.

3. Adjusted strength is a calculation that adjusts a municipal authorized strength to account for Integrated Team
members who are assigned on a regional basis. For 2019, adjusted strength applies to LMD Integrated Team
participation only. The Integrated Teams member adjustment is based on a proportional allocation of Full-Time
Equivalent (FTE) utilization attributable to each municipality’s financial contribution to the LMD teams for the
fiscal year 2019/2020. Some LMD municipalities’ authorized strength already includes or accounts for a portion
of Integrated Team members; therefore, not all Integrated Teams’ adjustments are a simple addition to
authorized strength. The values reported have been rounded up to the nearest whole number after making the
adjustments using exact values from the source data.

4. Case loads are defined as the number of Criminal Code offences (excluding drugs and traffic offences) per
authorized strength. They represent the workload per officer, and as a result, are often a better indicator of the
demand for police services than either a jurisdiction’s population or its crime rate. The case load is calculated
by dividing the total number of Criminal Code offences in the calendar year by the authorized strength as of
December 31st of the same calendar year. (Note: The adjusted strength has been used to calculate the case
loads for municipal units participating in Lower Mainland District Integrated Teams). Please refer to recent
changes in the impact on UCR scoring rules on page 24.
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Police Resource Definitions and Data Qualifiers, Continued 
 

5.  Total Criminal Code Offences includes property, violent, and other crimes (excluding drugs and traffic 
offences).  Number of offences represents only those crimes reported to, or discovered by the police which, 
upon preliminary investigation, have been deemed to have occurred or been attempted; these data do not 
represent nor imply a count of the number of charges laid, prosecutions conducted, informations sworn or 
convictions obtained. These data have been recorded by the police utilizing the Uniform Crime Reporting 2 
(UCR2) Survey scoring rules and guidelines.  If a single criminal incident contains a number of violations of the 
law, then only the most serious violation is counted for purposes of this statistic. Please refer to recent changes 
in the impact on UCR scoring rules on page 24. 

6.   Crime rate is the number of Criminal Code offences or crimes (excluding drugs and traffic) reported for every 
1,000 persons. It is a better measure of trends in crime than the actual number of offences because it accounts 
for population differences. A high crime rate may indicate that a municipality is a “core city”, i.e., a business 
and/or entertainment centre for many people who reside outside, as well as inside, the municipality. As a result, 
“core cities” may have large part-time or temporary populations which are excluded from both their population 
bases and their crime rate calculations. Please refer to recent changes in the impact on UCR scoring rules on 
page 24. 

7.  Total Costs refer to actual costs as reported by each municipality, collected annually from the PSD 
administered Municipal Police Expenditure Survey. For municipalities policed by the RCMP, total costs include 
the municipality’s share of RCMP contract costs, including integrated team costs, (i.e., either 70% or 90% 
depending on population) plus those costs borne 100% by the municipality which are over and above the 
contract costs, such as support staff and accommodation. Total costs do not include costs for bylaw 
enforcement or victim services programs, capital expenditures (such as major construction projects), or 
revenues. There is some variation between jurisdictions with respect to the cost items that are included in their 
policing budgets and reflected in total costs, so caution should be used if comparisons are being made. As a 
result of variances in reporting practices, in 2017, the Municipal Policing Expenditure Survey was amended to 
include amortization/depreciation costs as part of the Accommodation costs. Previous iterations of the survey 
and scoring rules did not specifically articulate the inclusion of the amortization/depreciation costs and was 
added to standardize practices from all municipalities.  

8. The data contained in this report may vary when compared with previous reports produced by Police Services 
Division. Where variances occur, the report produced at the latest date will reflect the most current data 
available. 

9. Populations, crime rates and case loads are only three of the many factors used to determine the strength and 
organization of a police agencies. A number of other factors, such as size and accessibility of the area to be 
policed and traffic volume are also taken into consideration. In addition, case loads and crime rates do not 
reflect the time spent by police providing general assistance to the public, participating in crime prevention 
programs, or enforcing traffic laws. 

10. Comparisons between municipal police departments, RCMP municipal and RCMP provincial services should 
be made with caution. 

 
DATA SOURCES: 

 Crime: Statistics Canada. 2019. Incident-based crime statistics, by detailed 
violation and police services, British Columbia, annual, 1998 to 2019 
(Table 35-10-0184-01). Last updated October 29, 2020. 
https://www150.statcan.gc.ca/t1/tbl1/en/tv.action?pid=3510018401  
(accessed October 29, 2020). 

 Populations:  BC Statistics, Ministry of Labour, Citizens' Services and Open Government, BC. 
 Police Costs and Resources: Royal Canadian Mounted Police, “E” Division; Police Services Division; 
    Municipal Police Departments; Municipalities.  

DATE:   November 2020 
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Juristat Article — Police resources in Canada, 2019 

Police resources in Canada, 2019: Highlights 

 The cost of operating police services in Canada has generally been on the increase since 1996/1997 and continued
to inch up in 2018/2019 reaching $15.7 billion. After accounting for inflation, total operating expenditures rose by 1%
from the previous year. Higher salary and non-salary costs contributed to greater operating costs overall.

 The cost of salaries, wages and benefits for police service personnel increased 3% in 2018/2019 reaching $12.8
billion in 2018/2019. As has historically been the case, these were the largest cost to police services, accounting for
81% of operating expenditures in 2018/2019.

 The average amount spent on police officer salaries and wages (regular pay, overtime pay and other pay) was
approximately $118,000 per officer in 2018/2019, about $4,000 more than the average for the previous year.

 Non-salary costs for police services also grew in 2018/2019 in terms of both operating costs (+8%) and capital
expenditures (+4%). Expenses related to information technology (IT) operations and services drove the increase in
non-salary costs. Police services spent $412.5 million on Information Technology (IT) operations in 2018/2019, 9%
more than spent in the previous year.

 As of May 15, 2019, there were 68,718 police officers in Canada, 186 more than in 2018. This, represented a rate of
police strength of 183 officers per 100,000 population, a rate that was 1% lower than the previous year due to an
increase in the Canadian population since 2018.

 The number of civilians employed by police services has been steadily on the rise since 1962. In addition to sworn
officers, police services employed the equivalent of 31,699 full-time staff members on May 15, 2019, 2% more than
in 2018. Officer recruits (who are considered civilian until fully sworn in) accounted for most of the overall growth in
civilian personnel, with an additional 540 recruits in 2019.

 The representation of women as police officers has been steadily increasing since 1986 when data on gender were
first collected and women represented 4% of officers. On May 15, 2019, there were 325 more female police officers
in Canada over the previous year. The 15,268 female officers in 2019 accounted for 22% of all police officers.

 As of May 15, 2019, 4% of police officers and 3% of recruits self-identified as Indigenous. In the 2016 Census,
Indigenous people represented 5% of the total Canadian population.

 As of May 15, 2019, 8% of police officers and 11% of recruits in Canada identified as visible minorities. Individuals
designated as visible minority population represented 22% of Canada’s population in the 2016 Census.

 The proportion of officers in the older age groups has been increasing since 2012, when age data were first
collected. Officers over the age of 50 accounted for 18% of officers in 2019 compared to 15% in 2012.

 In 2018/2019, 7,297 police officers, or 11%, were eligible to retire, with unrestricted pension based on age or years
of services. This proportion has been relatively the same since 2012 when national collection started on information
on eligibility to retire.

 Women accounted for 71% of civilian personnel within police services, 35% of special constables and 26% of
recruits. In terms of civilian positions, the presence of women ranged from 23% of vehicle maintenance personnel to
91% of clerical staff.
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Police resources in Canada, 2019 
by Patricia Conor, Sophie, Carrière, Suzanne Amey, Sharon Marcellus and Julie Sauvé, Canadian Centre for Justice and 
Community Safety Statistics 

Canadian police services are mandated with the essential task of administering and maintaining law and order across 
Canada and ensuring public safety. Within this realm, the roles and responsibilities of police services have changed over 
time, creating new challenges in areas such as crime prevention, law enforcement, public assistance, maintenance of public 
order and responding to emergencies (Council of Canadian Academies 2014; Standing Committee on Public Safety and 
National Security 2014). Police services are one of the first responders to mental health calls, drug crises, suicides, 
disturbances, motor vehicle accidents and many other community well-being and safety issues that may not be criminal 
(Canadian Association of Chiefs of Police 2015). These calls, along with responding to crime, require an abundance of police 
resources. Data from Statistics Canada’s Police Administration Survey (PAS) provides insight into Canada’s police personnel 
and expenditures. Since 1962, it has been the source for information on police administration for the policing community, 
governing bodies and policy makers, and the general public. 

Tracking police strength and composition over time through the PAS helps Canada monitor the changing trends in human 
resources, the cost-drivers for policing and the increasing demands on police services as they promote and protect public 
safety. Data collected on police resources will serve as indicators within the Canadian Police Performance Metrics 
Framework (CPPMF) (Mazowita and Rotenberg 2019). Readers should note that while these data predate the pandemic, 
they provide important insight for the provincial and federal policy makers, individual police services as well as officials 
responsible for police budgets.  

This Juristat article provides findings from the 2019 data reported by Canada’s municipal, First Nations, provincial and federal
police services to the PAS. First, trends in the expenditures of these police services will be explored, followed by an 
examination of the diverse characteristics of the personnel. This article includes trend analysis of key indicators such as 
police strength, information on civilians and special constables and their duties and functions; full and part-time positions; 
long-term leave; salaries, wages and benefits; and detailed breakdowns of operating expenditures and capital expenditures.1  

Text box 1 
Types of police services in Canada 

Police services vary throughout regions of Canada. As a result, they may have different mandates, serve different sizes of 
population, be presented with different community circumstances and operational requirements, all of which may affect their 
resources and expenditures. 

Policing in Canada is administered on three levels: municipal, provincial, and federal. In 2019, at the municipal level, there 
were 137 stand-alone police services and 36 First Nations self-administered services. Self-administered First Nations police 
services are created under agreements between the federal, provincial, and territorial governments along with the 
communities looking to administer their own police service, under a cost-sharing agreement between the federal government 
(52%) and provincial/territorial governments (48%) (Kiedrowski et al. 2013). The communities are responsible for governing 
the police service through a police board, band council, or other authority (Lithopoulos and Ruddell 2013). 

There are three provinces that provide provincial police services. The provincial police service of the Royal Newfoundland 
Constabulary (RNC) is responsible for providing police services to St. John's, Corner Brook and Labrador West. The other 
two provincial services—Ontario Provincial Police (OPP), with 183 detachments across Ontario and Sûreté du Québec (SQ), 
with 87 detachments across Québec—are responsible for serving communities in those provinces without stand-alone 
municipal forces. They are also responsible for provincial highways and other areas under provincial jurisdiction.  

The Royal Canadian Mounted Police (RCMP), consisting of 672 detachments across Canada, provides provincial, municipal, 
rural and First Nations policing (where self-administered police services have not been established). The RCMP is also 
responsible for all federal policing matters such as serious and organized crime and financial crime, as well as specialized 
policing services such as the Canadian Firearms Program and the National Child Exploitation Coordination Centre.  
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Operating expenditures on policing rose 1% from the previous year reaching $15.7 billion in 2018/2019 

Across Canada, the 2018/2019 total operating expenditures for all police services amounted to $15.7 billion in current dollars 
(Table 1).2 These expenditures comprise salaries and wages (65%), benefits (16%), and other operating expenditures 
(19%).3 Historically, these proportions have remained relatively consistent.  

Operating expenditures increased in the following jurisdictions: Quebec (+10%), Prince Edward Island (+9%), Saskatchewan 
(+4%), Manitoba and Ontario (+3% each), Alberta (+2%) and Yukon (+1%). Costs declined in the remaining provinces and 
territories, ranging from a 2% decrease in British Columbia and in Nova Scotia to a decrease of 10% in Newfoundland and 
Labrador (Table 2).  

After accounting for inflation, total operating expenditures rose by 1% from the previous year, and have generally been on the 
rise since 1996/19974 (Table 1). On a per capita basis for Canada, using constant dollars, policing operating expenditures 
amounted to a cost of $317 per person in 2018/2019, which stable from the previous year. The per capital cost in 2018/2019, 
however, was the second highest per capita cost since 2012/2013 (Chart 1; Table 1). 
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Text box 2 
Personnel in police services 

There are many positions within police services, both uniform and civilian, that are required for a police service to meet its 
mandate and objectives. Most police services consist of sworn police officers, civilian personnel, special constables and/or 
recruits. The following provides the standard definitions used by PAS to collect information on police personnel in Canada. 

Sworn officers consist of commissioned, non-commissioned and constables. 

Commissioned officers include personnel who have obtained senior officer status, normally at the rank of lieutenant or 
higher, such as chief, deputy chiefs, staff superintendents, superintendents, staff inspectors, inspectors, senior constables, 
lieutenants, and other equivalent ranks. 

Non-Commissioned officers include personnel between the ranks such as corporal sergeant majors, sergeant majors, staff 
sergeant majors, staff sergeants, sergeants, corporals and other equivalent ranks. 

Constables consist of 1st, 2nd, 3rd and 4th class constables. 

Civilian personnel are employees of the police service paid from the police service budget who are not police officers, 
special constables, or recruits. Their roles could include reception services, financial services, human resources, public and 
media relations, court services, legal services, custody and detention services, information technology services, vehicle and 
facility services, research, forensics, clerical, communication and other duties that aid the core function of the police service. 

Special constables are appointed civilians who have conferred the powers of a police officer, to the extent and for the 
specific purpose set out in the appointment. Their roles could include traffic control duties, court security, prisoner transport, 
by-law, and parking enforcement. 

Recruits i.e., police officers in training: the definition and terminology used to describe a recruit varies depending on the 
police service type and geographic location. For the purposes of this survey, recruits are personnel engaged in police officer 
training programs intended to enable them to achieve the status of a fully-sworn police officer.  

Total personnel includes all sworn police officers, civilian personnel, special constables and recruits. 

Nationally, salaries and wages amounted to approximately $118,000 per officer in 2018-2019 

Salaries, wages and benefits are the largest cost in policing, accounting for 81% of total operating expenditures. Of the 
$12.8 billion in salaries, wages and benefits5 paid by police services in 2018/2019, 79% was for police officers, 18% for 
civilians, 2% for special constables and 1% for recruits.  

In 2018/2019, total spending on police salaries and wages increased 2% from the previous year. This includes spending on 
regular pay, overtime pay and any other pay. This increase is expected given that different levels of policing saw contract 
increases in 2018. The amount paid for benefits (employer’s contribution to Canada Pension Plan (CPP), Employment 
Insurance, and dental and health benefits) rose 10%. 

Overall, the average amount spent on salaries and wages for a police officer in Canada in 2018/2019 was $117,731, up from 
$113,693 in the previous year. Average salaries and wages ranged from $100,493 for RNC officers to $126,962 for the 
RCMP officers. On average, salaries and wages for First Nation officers ($103,197), SQ officers ($108,409) and municipal 
police officers ($114,884) were below this national average, while OPP was slightly above ($117,986) (Chart 2).  
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Among the different types of police services in Canada, the majority reported spending more money on salaries and wages in 
2018/2019, with the exception of RNC and OPP which remained unchanged from 2017/2018. First Nation police services 
spent 8% more on salaries and wages,6 followed closely by the RCMP (+10%). The SQ reported an increase spending on 
salaries and wages by 6%, and total municipal police services reported a 4% increase. 

Police services spent $412.5 million on information technology in 2018/2019, increasing 9% from the 
previous year 

Non-salary costs for police services grew in 2018/2019 in terms of both operating costs (+8%) and capital expenditures 
(+4%). Expenses related to information technology (IT) operations and services drove the increase in non-salary costs. 
Police services spent $412.5 million on Information Technology (IT) operations in 2018/2019, 9% more than spent in the 
previous year. Spending on other police equipment, however, decreased 12% and was reported at $250.1 million. Further, 
capital spending on new buildings fell below the previous year. 

Some of the largest cost-drivers for Canada’s police services in 2018/2019 included the cost7 of radios ($103.1 million); 
software, applications and computer systems ($86.0 million); computers and hardware ($68.8 million) and other 
telecommunication devices ($46.7 million). Although these amounts have decreased from the previous fiscal, the amount 
paid on IT storage fees increased 33% to $9.4 million in 2018/2019. These amounts lend insight into the cost pressures 
facing police services across Canada.  

Police responded to 13.5 million calls for service in 2018/2019, 6% more than the previous year 

A large proportion of police work involves responding to non-criminal events that are related to public safety and well-being. 
These events are called “calls for service”. It has been estimated that 50% to 80% of the calls police respond to are in fact
non-criminal in nature and comprise incidents such as alarms, disturbances, domestic disputes, traffic accidents, sick or 
injured persons, overdoses and mental health-related calls (Mazowita and Rotenberg 2019). These types of calls can have a 
notable impact on police workload and resources and are not measured or reflected in annual police-reported crime statistics 
as they are not “criminal incidents”. Statistics Canada has been working with the policing community and other partners to 
build a national program to collect detailed information on calls for service in order to help understand the impact calls for 
service have on police forces and to monitor emerging social issues, for example increased uses of harmful drugs. 

In 2018/2019 police services across Canada received 6% more calls for service than the previous year, reaching 13.5 million 
calls.8 This means that, police in Canada responded to an average of 1,540 calls for service every hour in 2018/2019. 
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Of all the calls for service reported by police, municipal police handled 67% while RCMP was involved in 22%, followed by 
provincial police (11%) and First Nations police services (1%). All levels of policing reported an increase in the number of calls 
for service from 2017/2018. When accounting for population served, First Nations officers responded to a higher ratio of calls, 
i.e. 90,228 calls for service per 100,000 population (Chart 3). In comparison, municipal police services received 38,371 calls for 
service per 100,000 population, followed by a rate of 37,689 for OPP, 36,308 for RCMP, 25,697 for RNC and 20,206 for SQ.  

 
 

 

Text box 3 
Policing in rural areas 

Recent high-profile events have brought the topic of rural crime and policing to the forefront (House of Commons, Canada). 
As a result, the province of Saskatchewan recently announced a series of measures to tackle rural crime, including the 
launch of a dedicated team of 258 police officers (Government of Saskatchewan 2018). Similar measures were also 
implemented in Alberta (Government of Alberta 2018). In 2018, there were 768 police services serving rural areas and 
466 policing urban areas.  

Reports suggest that overall rates of violent crime in Canada, including homicide, are higher in rural areas than urban areas 
and that higher rates of rural crime are mainly observed in the northern areas of the provinces (Perreault 2019; Roy and 
Marcellus 2019). For instance, according to 2017 crime statistics, police services serving a mostly rural population served 
16% of the population in the ten provinces that year, but reported 23% of the violent crimes, 17% of the property crimes, 27% 
of the Criminal Code traffic offences, and 23% of the other Criminal Code violations.  
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Text box 4 
Police services continued to invest in enforcement of the legalization of cannabis in 2018/2019 

On October 17, 2018, the Cannabis Act came into effect. It provides the legal framework for the legalization and regulation of 
the production, distribution, sale and possession of cannabis in Canada. In the same year, new legislation on impaired driving 
(Bill C-46) was also enacted in order to strengthen the Criminal Code provisions related to driving while impaired by alcohol 
and drugs (including cannabis).9 

In 2018/2019, police services spent $24.0 million on salary dollars to provide or participate in training, research, development 
or implementing changes to prepare for the legislation of cannabis. In addition, police services spent $7.4 million on non-
salary costs for such preparation (e.g. travel, cost of courses). 

Police services reported they had received $24.3 million in funding from various sources in 2018/2019 related to cannabis 
legalization. At the time of data collection, the majority of this funding was reported by the RCMP. This is likely because the 
distribution of federal funding to support police services to prepare for the legalization of cannabis and to support the changes 
to impaired driving laws began in 2017/2018.  

There were approximately 236,690 training hours devoted to the enforcement of new cannabis laws, which can be broken 
down to 143,740 hours on Standardized Field Sobriety testing (SFST), 18,830 on Standardized Field Sobriety testing - 
refresher course (SFST) and 74,120 on Drug Recognition Expert (DRE) training.10 This resulted in 4,725 police officers who 
successfully completed the SFST course, 3,439 completed the SFST refresher course and 1,002 police officers that are DRE 
certified in 2018/2019. 
 

The rate of police strength has been declining in Canada since 2011 

The rate of police strength has been declining since 2011 and 2019 marks the lowest rate since 2001. As of May 15, 2019, 
there were 68,718 police officers in Canada, 186 more than in 2018. This represents a rate of police strength11 of 183 officers 
per 100,000 population, a rate that was 1% lower than the previous year due to an increase in the Canadian population since 
2018 (Chart 4, Table 3).12 
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Excluding officers involved in RCMP corporate duties (i.e., assigned to RCMP’s operation and corporate headquarters, 
training academy Depot division and forensic labs), the provincial and territorial rate of police strength was 180 police officers 
per 100,000 population in 2019 (Table 4). Throughout the country’s provinces, the rate of police strength ranged from 
137 officers per 100,000 in Prince Edward Island to 203 officers per 100,000 population in Saskatchewan. The following five 
provinces reported a rate of police strength greater than the provincial and territorial rate in 2019: Saskatchewan (203), 
Manitoba (191), Nova Scotia (191), Quebec (184) and British Columbia (183) (Chart 5). All three territories remained above 
the provincial and territorial rate (Table 4).  

In 2019, there were 50 stand-alone municipal police services or municipalities policed by the RCMP that served a population 
greater than 100,000.13 Of these police services, about half (26) saw an increase in their rate of police strength from the previous 
year, while 14 saw a decrease, and 9 had no notable change in 2019.14, 15 The largest increases in the rate of police strength 
were seen in Windsor, Ontario (+11%), Thunder Bay, Ontario (+8%), Richmond, British Columbia (+7%), Calgary, Alberta (+6%) 
and Brantford, Ontario (+5%). The police services of Montréal, Quebec (-5%), and Saanich, British Columbia (-4%) reported the 
largest decreases in the rate of police strength (Table 5).  

Of these 50 police services, Victoria reported the highest rate of police strength (214 per 100,000) followed by Montréal (212 per 
100,000). From 2008 to 2018, Montréal reported the highest rate of police strength except in 2012 and 2013 when Victoria had the 
highest rate. In 2019, there were an additional 5 police services with a rate of police strength greater than the provincial/territorial 
average: Windsor (205),16 Thunder Bay (205), Vancouver (196), Edmonton (188), and Winnipeg (186) (Table 5). 

Meanwhile, the lowest rates of municipal police strength were all found in the province of Quebec: Richelieu-Saint-Laurent 
(102 per 100,000 population), Roussillon Region (104) and Lévis (106) (Table 5). 

Consistent with previous years, over half of police officers (56% or 38,326) were employed by stand-alone municipal police 
services which included 894 officers serving with First Nations self-administered police services. In addition, 20% of all police 
officers in Canada were employed by RCMP in contract policing. Police officers employed by the OPP and the SQ each 
accounted for 8% of the total police officers in Canada, while officers employed in RCMP’s federal policing accounted for 6%. 
Those employed within the RCMP’s operation and corporate headquarters, training academy Depot division and forensic 
labs accounted for 2% and the remaining 1% of police officers in Canada were members of RNC (Table 4).  

Constables accounted for seven out of ten police officers in 2019 

Of the police officers in Canada on May 15, 2019, 68% were constables, and an additional 27% were non-commissioned 
officers, meaning corporal sergeant majors, sergeant majors, staff-sergeant majors, staff sergeants, sergeants, corporals and 
other equivalent ranks. The remaining 5% were commissioned officers, which are those who have obtained senior status, 
normally at the rank of lieutenant or higher, such as chiefs, deputy chiefs, captains, staff superintendents, superintendents, 
staff inspectors and inspectors.17 These proportions have been relatively consistent going back to 1986. Across Canada, the 
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number of commissioned officers (-163) and constables (-222) decreased from the previous year, as the number of non-
commissioned officers grew by 571 officers. 

While the OPP, the RCMP, the SQ and municipal stand-alone police services are structured much like the national portrait, 
structures in the RNC and the First Nation police services are different. The RNC comprises a greater proportion of 
constables (82%) and fewer officers in the higher ranks (15% are non-commissioned and 3% are commissioned officers). 
The First Nations police services, on the other hand, reported a lower proportion of constables (71%) and greater proportion 
of officers among the higher ranks, with non-commissioned officers accounting for 17% of officers and commissioned officers 
accounting for 13% (Chart 6).  

 

The number of female officers in all ranks continues to grow 

On May 15, 2019, there were 15,268 female police officers in Canada, an increase of 325 officers compared to the previous 
year. Female officers accounted for 22% of total sworn officers in 2019, a proportion that has been increasing steadily since 
the survey began in 1986, when women accounted for just under 4% of all officers.  

Across the different officer ranks, female police personnel occupied mostly constable positions, making up 23% of all 
constables in Canada. Although women account for a slightly smaller proportion of commissioned and non-commissioned 
officers, their presence in these roles continues to increase and is almost equivalent to the proportion of female constables. 
Between 2018 and 2019, the number of female commissioned officers increased from 556 to 655, accounting for 19% of 
commissioned officers in 2019. This marks the highest proportion of female commissioned officers since collection began in 
1986. Meanwhile, in 2019, there were 3,673 female non-commissioned officers in Canada, an increase of 250 compared to 
2018. Non-commissioned female officers accounted for 20% of non-commissioned officers in Canada, which has increased 
steadily in the last 15 years when women represented 9% in 2004 (Chart 7). 
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Since 2011, the RNC has reported the highest proportion of female officers each year when compared to other types of 
police services. In 2019, 30% of officers in the RNC were female. That year, the SQ reported 24% of their police officers as 
female followed by the OPP, the RCMP and total municipal police services with each reporting 22% of officers as female. Of 
the 894 officers employed in First Nations self-administered services, 13% (119) were female.  

Of the 50 municipal police services serving a population of 100,000 or more, police services in Quebec reported the highest 
proportion of female officers, with Longueuil at the top with 35%, followed by Montréal at 33%. There were twenty-three 
police services that reported rates of female officers equal to or above the national average of 22%.18 Another twenty-six of 
those 50 municipal police services were found to be below the national average, with the lowest in Brantford, Ontario at 14% 
(Table 5). Findings of highest and lowest presence of female officers are consistent with previous years. 

Less than one in ten police officers identified as visible minority  

Individuals designated as visible minority population as defined by Employment Equity Act19 represented 22% of Canada’s 
population, according to the 2016 Census. In 2019, 8% of all police officers (which was unchanged from the previous year) 
and 11% of recruits in Canada (12% in 2018) identified as visible minorities. Visible minority officers were most prevalent in 
First Nation police services (24%), the RCMP (12%) and stand-alone municipals (7%).  

Among the largest stand-alone municipal police services that provides visible minority data,20 relatively high rates of visible 
minority officers were reported by Vancouver Police Department (26%), Toronto Police Service (26%), and York Regional 
Police Service (19%), according to the survey.21 However, these rates were lower than the presence of visible minority 
populations in these cities. According to the 2016 Census, visible minorities represent 51% of Toronto’s population, as do 
49% of York’s population and 48% of Vancouver’s population.22 While one third of Montréal’s population was designated as 
visible minorities, the same was true for 8% of the Montréal police service’s officers. 

4% of police officers identified as Indigenous 

Based on the 2016 Census, it was estimated that there were 1,673,780 Indigenous people in Canada, accounting for 5% of 
the population.23 Of the total number of police officers on May 15, 2019, 4% (or 2,714) reported their identity as Indigenous 
and 3% of recruits (or 69) self-identified as Indigenous.24 In Newfoundland and Labrador, New Brunswick, Quebec and 
Ontario, the representation of Indigenous police officers is relatively close to the proportion of the Indigenous population for 
those provinces. Compared to representation in the general population, Prince Edward Island and Nova Scotia had a larger 
proportion of officers identifying as Indigenous. The remaining provinces had a lower proportion of Indigenous officers 
compared to the proportion of Indigenous people in the total provincial population.25  

Within First Nation police services, 63% of police officers self-identified as Indigenous. The proportion of Indigenous officers 
in stand-alone municipals was 1%, SQ and OPP were 2% and the RCMP reported 7%.26 
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Overall proportion of officers aged 50 and older has grown  

Succession planning in the workforce and understanding the number of employees at risk of leaving are key to ensuring 
sufficient resources in coming years. In 2019, 55% of Canada's police officers were over the age of 40 (Chart 8). The 
proportion of officers in the older age categories has been increasing since 2012, when age data were first collected. For 
instance, the proportion of police officers over the age of 50 has grown from 15% in 2012 to 18% in 2019.  

 

The age profile of officers varied among the different types of police services. The age profile of police officers among the 
RCMP, the SQ, and municipal police services are relatively close to that of the national profile. For the OPP, however, 25% 
of sworn officers were aged 50 years or older (Chart 8). In contrast, First Nations27 police services have a much younger 
complement of officers, with just 13% of the sworn officers aged 50 years or older. 

In addition, 11% of police officers in Canada, or 7,297, were eligible to retire as of the 2018 calendar year or the 2018/2019 
fiscal year end (Table 6). This proportion has been relatively stable since 2012 when national collection started on 
information on eligibility to retire. Within the different types of policing services across Canada, First Nation police services 
had the lowest percentage of police officers eligible to retire at 4% and the RCMP the highest rate with 17%. 

Number of civilians working for police services continued to grow, increasing 2% in 2019 

Police services are increasingly made up of civilian members such as clerks, communications staff, managers, and other 
professionals. This may be due to a movement toward assigning non-sworn employees to jobs that do not require the 
authority or special training of a sworn police officer (Griffiths et al. 2006). It is likely also associated with areas in police 
services that have expanded and require specialized training such as information technology and digital solutions, business 
and crime analytics, social media relations, and officer and employee well-being.  

In addition to sworn officers, police services employed the equivalent of 31,699 full-time individuals on May 15, 2019, an 
increase of 671 employees from 2018 (Table 3). This consisted of 26,878 civilian personnel (85%), 2,621 special constables 
(8%) and 2,200 recruits (7%).28  

Recruits accounted for most of the overall growth in civilian personnel, with an additional 540 recruits in 2019 from the previous 
year. Toronto Police Service and the Montréal Police Service were the largest contributors to this increase, with 218 and 213 
more recruits respectively. The number of civilian personnel increased by 50 and special constables increased by 82.  
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Special constables are civilian personnel who have been appointed with special constable status which gives limited authority 
as a police officer for a specific purpose defined in the appointment. The number of full-time equivalent special constables 
grew by 3% over the previous year.  

The number of employees who were not sworn officers has been steadily on the rise since data collection began in 1962. At 
that time, these employees represented 18% of total police service personnel, compared to 32% in 2019 (Table 3).  

The RCMP had the highest proportion of civilians and special constables among the different types of police services, making 
up 36% of their total personnel.29 Civilians and special constables made up 27% of municipal police services’ entire
personnel, 26% of OPP’s and 24% within the SQ. First Nations30 police services reported 20% of their total personnel as 
civilian and special constables, the RNC followed with 19% (Chart 9).  

Women accounted for seven in ten civilians working in police services 

As of May 15, 2019, women accounted for 71% of civilian personnel within police services, 35% of special constables and 
26% of recruits. Based on police services other than the RCMP,31 women were predominantly seen in the following civilian 
positions: clerical, reception and front desk services, court services, human resources, finances, legal services and 
operational communications (Chart 10). Women were also visible in non-traditional positions such as research, custody and 
forensics. Overall, women accounted for anywhere from 23% of vehicle maintenance personnel to 91% of clerical staff. 
These proportions remained consistent between 2018 and 2019. 
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Excluding the RCMP,32 the top five duties and functions of all civilian personnel in policing were clerical (27%), operational 
communication (20%), information technology (10%), reception and front desk services (6%), vehicle and facility services (5%). 

Municipal police services had the greatest proportion of special constables  

As the demand on police services continues to expand, some police services have been employing special constables to re-
distribute some tasks. Special constables take on duties such as traffic control, court services, prisoner transport and other 
duties that help support core functions within the police service. 

Eighty-five percent of the 2,621 special constables in Canada were located in stand-alone municipal police services. The 
largest number of full-time equivalent special constables were reported by Toronto Police Service (1,009), Peel Regional 
Police Service (88), Montréal Police Service (82) and Winnipeg Police Service (81). Across stand-alone municipal police 
services, 54% of special constables performed duties in the area of court services, 26% in custody and detention services, 
and 19% in other unspecified areas. This remains relatively unchanged from 2018. 

Part-time positions very rare among officers 

A challenge for modern policing is the 24/7 demands of police work and the ability to respond to requests for part-time hours and 
leave. With the retirement of baby boomer police officers, newer generations of officers are seeking greater work / life balance 
due to changes in work culture and the desire to accommodate today’s family model of double income and shared parental 
responsibilities (CBC News 2012). As well, with the recognition of the physical and mental hazards of policing comes the 
recognition of the need to accommodate those impacted by the high stress environment of policing (Roufa 2018; Ahlgren 2017).  

Part-time officers are a rare occurrence in Canada. In 2019, there were 223 permanent part-time officers, accounting for less 
than half of one percent of officers. The presence of part-time workers was more prevalent in civilian positions. Among civilian 
personnel, 6% were employed on a permanent part-time basis. Further, 19% of all civilians held non-permanent positions. 

Women accounted for 65% of part-time positions and 50% of non-permanent positions.  

The largest percentage of police officers on long-term leave are on medical leave 

In Canada, there were 5,090 permanent employees among police services who were on authorized leave of 12 weeks or 
more during the year 2018/2019, just 26 fewer than in the previous year. Among these employees, 66% were permanent 
police officers, 32% were civilian personnel and 2% were special constables.33  

Of police officers on long-term leave in 2018/2019, 67% (or 2,243) were on leave for medical reasons, which includes, for 
example, long-term disability, mental health, medical emergencies, injury while on duty etc. The number of police officers on 
medical leave increased by 174 from the year before. Other types of long-term leave included parental leave (20% of officers 
on leave, or 668) and other types of leave (13% or 425). Long-term leave may or may not have been paid by police service. 
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Among OPP officers on long-term leave, 75% were on leave for medical reasons. In comparison, the same was true for 71% 
of RCMP officers on long-term leave and 67% among stand-alone municipals (including First Nations police services).34 The 
RNC had the lowest proportion of officers on long-term leave for medical reasons (17%), and the largest proportion on 
parental leave (50%).  

Male officers were more likely to be on long-term leave than female officers (59% versus 41%). Parental leave and medical 
leave was the most common reasons for female officers to be on long-term leave (both 38%), whereas medical leave was the 
most common reason among male officers on long-term leave (49%).  

Summary 

Police services face new and unforeseen challenges every year and are continually evolving to respond to new standards 
and policies, advances in information and communications technology, and the needs of the diverse communities they serve. 

The demand for policing continues to grow as evidenced by the 13.5 million calls for service police received in 2018/2019, 
6% more than the previous year.  

While costs of policing rise, the rate of officers per 100,000 has declined. In 2018/2019, costs increased in the area of 
salaries and wages and operating expenditures also grew along with capital expenditures. Spending on information 
technology increased by 9% although spending on police equipment dropped 12% from the previous year. 

The rate of police strength, meaning the number of officers per 100,000 declined, although the number of recruits grew 
notably in 2019 which signals a move to increase the number of officers. 

To support decision-makers, the ongoing collection of data from the Police Administration Survey over time will provide more 
understanding of changing trends in human resources and the cost-drivers for policing.  

Survey description 

The Police Administration Survey collects data on police personnel and expenditures from each municipal, provincial and 
federal police services in Canada. The following security agencies are excluded from the survey: the Canadian Security 
Intelligence Service, railway and military police, and government departments enforcing specific statutes in the areas of 
income tax, customs and excise, immigration, fisheries and wildlife. Additionally, private security services and private 
investigators are not included in the survey. 

Data presented in this report represent police personnel as of May 15, 2019 and year-end expenditures for the 2018 calendar 
year or the 2018/2019 fiscal year. Full-time equivalent counts include all permanent sworn police officers available for active 
duty as of May 15, 2019. Part-time permanent personnel are converted to a full-time equivalent. Police expenditures 
represent actual operating expenditures and include salaries and wages, benefits, and other operating expenses such as 
accommodation costs, fuel, and maintenance, as well as capital expenditures. Expenditure data represent gross expenditure, 
and does not funding from external sources, or cost recovery dollars. These amounts are provided separately. 

From 2012 to 2017, the Police Administration Survey included a Supplemental questionnaire which captured detailed 
information on hires, departures, eligibility to retire, years of service, age, education, visible minority status, and language. 
Due to data quality issues, some of this information is not published. 

In 2018, the Police Administration Survey was redesigned, in collaboration with the policing community. The new survey 
provides the number of police officers, civilians, special constables and recruits employed by the police service (in full-time 
equivalents). The actual number (headcount) of employees by their status as paid or unpaid, permanent or non-permanent, 
and full or part-time, is also collected. Information for police officers is categorized by rank (i.e., commissioned officers, non-
commissioned officers, and Constables) and by gender and age group. Information for civilians and special constables is 
provided by their duties and functions in the police service. Information on hiring, departures, long-term leave, and eligibility 
to retire is provided, as well as Aboriginal and visible minority identity of employees. Other questions collect data on operating 
expenditures broken down into salaries/wages and benefits, and other non-salary operating expenditures by type of 
expenditure. Information on capital expenses are also collected by type of expense. In addition, detailed spending amounts 
on selected types of policing information technology and police equipment is collected. Lastly, information on current and 
emerging issues related to policing in Canada is collected. 

For more information on survey definitions and methods, refer to the Statistics Canada survey information page: Police 
Administration Survey.  
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Notes 

1. Further information on the survey’s content can be found by referring to the Statistics Canada survey information page: 
Police Administration Survey.  

2. This amount is in current dollars. Current dollars express the cost of items in terms of the year in which the expenditure 
occurs. Changes over time are expressed in constant dollars. 

3. Percentages may not add up due to rounding. 

4. Constant dollars are adjusted (by inflation or deflation) to show changes in the purchasing power of the dollar. The 
Consumer Price Index was used to calculate constant dollars over a base year of 2002 (2002=100). 

5. Salaries include regular pay, overtime pay and other pay. 

6. This may be due to recent allocation of increased funding by Public Safety Canada for First Nations Policing. See: Policing 
in Indigenous Communities; Government of Canada is investing in safer First Nation and Inuit police facilities; $291.2 million 
to be invested in the safety and security of Indigenous communities 

7. Costs include operational, maintenance and capital expenditures. 

8. Includes citizen generated calls, police officer initiated calls or unknown source of calls. To avoid response burden, the 
2019 Police Administration Survey only collected total number of calls, not type of call. 

9. The development and the collection of the questions related to drug-impaired driving and the analysis of the results was 
funded by Public Safety Canada  

10. The number of training hours on Standardized Field Sobriety Testing (SFST), Standardized Field Sobriety Testing (SFST) 
refresher course and Drug Recognition Expert (DRE) does not include any training hours police officers in Québec would 
have taken at the « l'École nationale de police du Québec ».  

11. The rate of police strength is calculated using the number of permanent full-time equivalent police officers employed on 
the police service as of May 15, 2019. It does not include non-permanent police officers or recruits. The total number of 
police officers and rate of police strength includes federal, provincial, territorial, municipal and First Nations police services. 
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Includes Royal Canadian Mounted Police operation and corporate headquarters, training academy Depot division, and 
forensics labs.  

12. Throughout this article, percent changes are based on unrounded rates. 

13. In 2015, the Ontario Provincial Police (OPP) implemented a new municipal billing model, which reflects the provincial 
integrated service delivery model that does not apportion the number of officers to a Municipal boundary or contract. As a 
result, the OPP Municipal Contracts do not have a fixed or static number of officers assigned at the police service level, as 
defined by the Police Administration Survey. Therefore, as of 2015, OPP resource data are available only at the provincial 
level and Statistics Canada can no longer produce CMA data for Ontario. In lieu, this report is presenting data for police 
services serving populations of 100,000 or more. Caution should be used when comparing police services as some are 
regional and some are not. 

14. For the purposes of analysis in this report, a change is considered stable or unchanged from the previous year if it 
rounds to 0%. 

15. There are 50 municipal police services that serve a population of 100,000 or more. One police service has been 
suppressed to meet the confidentiality requirements of the Statistics Act. 

16. Halifax Regional Police in Nova Scotia has a rate of police strength of 209. However, this rate does not include the 
number of police officers from RCMP Halifax rural which shares responsibility to police the same area. When RCMP Halifax 
rural officers and the population they serve are added to the calculation, the rate of police strength for the Halifax Regional 
Police amounts to approximately 166 police officers per 100,000 population.  

17. This includes permanent police officers, it excludes any police officers employed by the police service as a contract 
employee, casual or temporary status.  

18. There are 50 municipal police services that serve a population of 100,000 or more. One police service has been 
suppressed to meet the confidentiality requirements of the Statistics Act. 

19. 'Visible minority' refers to whether a person belongs to a visible minority group as defined by the Employment Equity Act 
and, if so, the visible minority group to which the person belongs. The Employment Equity Act defines visible minorities as 
"persons, other than Aboriginal peoples, who are non-Caucasian in race or non-white in colour". The visible minority 
population consists mainly of the following groups: South Asian, Chinese, Black, Filipino, Latin American, Arab, Southeast 
Asian, West Asian, Korean and Japanese. The source for 2016 data is Census of Population. 

20. 'Large municipal police service' refers to services serving a population of greater than or equal to 100,000 for the 2019 
year. 'Small municipal police service' refers to services serving a population of less than 100,000 for the 2019 year. 

21. These data are collected from police services through self-identification by personnel. As such, information on visible 
minority was reported as “unknown” for 25% of police officers in Canada and as “not collected by the police service” for 
approximately 17% of police officers. Information on Indigenous identity (which is collected through the variable ‘Aboriginal 
identity’) was reported as “unknown” for 22% of police officers in Canada and as “not collected by the police service” for 
approximately 20% of police officers. It is not possible to further disaggregate the data.  

22. This compares the 2016 Census divisions to the police service boundaries which may not include the same census 
subdivisions (CSD).  

23. Indigenous identity is collected through the variable 'Aboriginal identity'. The variable refers to whether the person identified 
with the Aboriginal peoples of Canada. This includes those who are First Nations (North American Indian), Métis or Inuk (Inuit) 
and/or those who are Registered or Treaty Indians (that is, registered under the Indian Act of Canada), and/or those who have 
membership in a First Nation or Indian band. Aboriginal peoples of Canada are defined in the Constitution Act, 1982, Section 35 (2) 
as including the Indian, Inuit and Métis peoples of Canada. The source for 2016 data is Census of Population. 

24. For the purposes of the Police Administration Survey, Aboriginal identity includes persons identified as First Nations 
persons (either status or non-status), Métis, or Inuit. The term Indigenous will be used in place of Aboriginal throughout 
this report. 

25. Population data is provided by Statistics Canada, Centre for Demography. 

26. These data are collected from police services through self-identification by personnel. As such, information on visible 
minority was reported as “unknown” for 25% of police officers in Canada and as “not collected by the police service” for 
approximately 17% of police officers. Information on Indigenous identity (which is collected through the variable ‘Aboriginal 
identity’) was reported as “unknown” for 22% of police officers in Canada and as “not collected by the police service” for 
approximately 20% of police officers.  

27. Includes only those services with a defined self-administered agreement. 

28. Percentages may not add up due to rounding. 

29. Total personnel includes all full-time equivalent police officers (commissioned, non-commissioned and constables), 
full-time equivalent civilians and special constables, and the number of recruits reported on May 15, 2019. 
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30. Includes only those services with a defined self-administered agreement. 

31. RCMP provided total numbers of civilians and special constables, but were unable to provide information on duties 
and functions. 

32. RCMP provided total numbers of civilians and special constables, but were unable to provide information on duties 
and functions. 

33. Percentages may not add up due to rounding. 

34. Data for the SQ are not available for release. 
  

Attachment B
RG B.5b



Statistics Canada—Catalogue no. 85-002-X 

 

 20 

Juristat Article — Police resources in Canada, 2019 

Detailed data tables  

Table 1 
Current and constant (2002) dollar operating expenditures on policing, Canada, 1987/1988 to 2018/2019 

Year 

Current dollars1 Constant (2002) dollars2 

Total 
expenditures3 

Percentage 
change from 

previous year 

Per 
capita 
cost4 

Percentage 
change from 

previous year 
Total 

expenditures3 

Percentage 
change from 

previous year 

Per 
capita 
cost4 

Percentage 
change from 

previous year 
thousands of 

dollars percent dollars percent 
thousands of 

dollars percent dollars percent 
1987/1988 4,027,809 6.8 152 5.4 5,880,013 2.3 222 0.9 
1988/1989 4,389,414 9.0 164 7.6 6,164,908 4.8 230 3.5 
1989/1990 4,684,760 6.7 172 4.8 6,263,049 1.6 230 -0.2 
1990/1991 5,247,646 12.0 189 10.3 6,693,426 6.9 242 5.3 
1991/1992 5,426,887 3.4 194 2.2 6,554,211 -2.1 234 -3.2 
1992/1993 5,716,833 5.3 202 4.1 6,805,754 3.8 240 2.6 
1993/1994 5,790,165 1.3 202 0.2 6,764,212 -0.6 236 -1.7 
1994/1995 5,783,656 -0.1 199 -1.2 6,748,723 -0.2 233 -1.3 
1995/1996 5,766,630 -0.3 197 -1.3 6,582,911 -2.5 225 -3.5 
1996/1997 5,856,055 1.6 198 0.5 6,587,238 0.1 222 -1.0 
1997/1998 5,989,022 2.3 200 1.3 6,625,024 0.6 222 -0.4 
1998/1999 6,209,756 3.7 206 2.8 6,801,486 2.7 226 1.8 
1999/2000 6,395,380 3.0 210 2.2 6,884,155 1.2 226 0.4 
2000/2001 6,798,772 6.3 222 5.3 7,126,596 3.5 232 2.6 
2001/2002 7,270,027 6.9 234 5.8 7,433,565 4.3 240 3.2 
2002/2003 7,827,322 7.7 250 6.5 7,827,322 5.3 250 4.2 
2003/2004 8,324,196 6.3 263 5.4 8,097,467 3.5 256 2.5 
2004/2005 8,758,213 5.2 274 4.2 8,365,055 3.3 262 2.3 
2005/2006 9,281,879 6.0 288 5.0 8,674,653 3.7 269 2.7 
2006/2007 9,877,071 6.4 303 5.3 9,053,227 4.4 278 3.3 
2007/2008 10,544,769 6.8 321 5.7 9,457,192 4.5 288 3.5 
2008/2009 11,449,953 8.6 344 7.4 10,035,016 6.1 302 5.0 
2009/2010 12,314,195 7.5 366 6.3 10,764,157 7.3 320 6.0 
2010/2011 12,651,406 2.7 372 1.6 10,859,576 0.9 319 -0.2 
2011/2012 12,952,744 2.4 377 1.4 10,802,955 -0.5 315 -1.5 
2012/2013 13,550,728 4.6 390 3.5 11,134,534 3.1 321 2.0 
2013/2014 13,596,407 0.3 388 -0.7 11,071,992 -0.6 316 -1.6 
2014/2015 13,881,108 2.1 392 1.1 11,087,147 0.1 313 -0.9 
2015/2016 14,208,589 2.4 398 1.6 11,223,214 1.2 314 0.5 
2016/2017 14,669,412 3.2 406 2.1 11,424,776 1.8 316 0.6 
2017/2018 15,144,253 3.2 414 2.0 11,613,691 1.7 318 0.4 
2018/2019 15,670,293 3.5 423 2.0 11,746,847 1.1 317 -0.3 
1. Dollars which express the cost of items in terms of the year in which the expenditure occurs. 
2. Dollars of a particular base year, which are adjusted (by inflation or deflation) to show changes in the purchasing power of the dollar. The Consumer Price Index (CPI) 
was used to calculate constant dollars over a base year of 2002 (2002=100). Note that historical constant dollar data are revised each year as the base year for 
calculation changes periodically. Data from the CPI used to calculate constant dollars are the most recent data available at the time this article was produced. 
3. Total operating expenditures include salaries, wages, benefits, and other operating expenses that are paid from the police service budget, as well as benefits paid from 
other government sources. Capital expenditures, revenues, recoveries, and those costs that fall under a police service’s capital expenditures are excluded. 
4. Per capita costs are calculated using population statistics based on Census 2016 estimates. Statistics Canada, Centre for Demography. 
Note: While most Police Administration Survey data on police strength pertain to the snapshot date (May 15, 2019 for the most recent data), data on expenditures refer to 
either the calendar or fiscal year (2018 for the most recent data). 
Source: Statistics Canada, Consumer Price Index and Canadian Centre for Justice and Community Safety Statistics, Police Administration Survey. 
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Table 2 
Total expenditures on policing, current dollars, by province and territory, 2018/2019 

Province and 
territory 

2018 
population1 

Municipal police services2 Provincial police services3 

Total 
operating 

expenditures 

Percentage 
change 

from  
previous  

year4 
Capital 

expenditures 
Total 

expenditures 

Total 
operating 

expenditures 

Percentage 
change  

from 
previous 

year4 
Capital 

expenditures 
Total 

expenditures 

number 
thousands of 

dollars percent thousands of dollars 
thousands of 

dollars percent thousands of dollars 
Newfoundland and 

Labrador 525,604 ... ... ... ... 58,404 -1 440 58,844 
Prince Edward Island 153,584 17,056 24 259 17,316 ... ... ... ... 
Nova Scotia 959,500 149,267 2 2,266 151,532 ... ... ... ... 
New Brunswick 770,921 67,723 -3 2,123 69,846 ... ... ... ... 
Quebec 8,387,632 1,665,582 10 13,619 1,679,202 1,079,570 6 34,857 1,114,427 
Ontario5 14,318,545 4,118,758 3 203,209 4,321,968 1,183,865 3 27,181 1,211,046 
Manitoba 1,353,403 321,683 3 4,566 326,248 ... ... ... ... 
Saskatchewan6 1,162,978 235,476 10 8,980 244,457 ... ... ... ... 
Alberta 4,300,721 1,024,106 4 90,474 1,114,580 ... ... ... ... 
British Columbia 5,001,170 612,201 4 14,205 626,406 ... ... ... ... 
Yukon 40,612 ... ... ... ... ... ... ... ... 
Northwest Territories 44,956 ... ... ... ... ... ... ... ... 
Nunavut 38,139 ... ... ... ... ... ... ... ... 
Provincial and 

territorial total7 37,057,765 8,211,853 5 339,701 8,551,554 2,321,840 4 62,478 2,384,317 
Royal Canadian 

Mounted Police 
operation and 
corporate 
headquarters, 
training academy 
depot division and 
forensic labs ... ... ... ... ... ... ... ... ... 

Canada 37,057,765 8,211,853 5 339,701 8,551,554 2,321,840 4 62,478 2,384,317 
See notes at the end of the table.  
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Table 2 — continued 
Total expenditures on policing, current dollars, by province and territory, 2018/2019 

Province and territory 

Royal Canadian Mounted Police 

Contract 
policing  

expenditures8 

Federal and 
international 

policing  
expenditures9 

Operational  
support and 

services  
expenditures10 

Total 
operating  

expenditures 

Percentage 
change from 

previous year4 
Total capital  

expenditures 
Total  

expenditures 
thousands of dollars percent thousands of dollars 

Newfoundland and Labrador 82,108 10,116 10,444 102,668 -14 4,939 107,607 
Prince Edward Island 17,847 2,683 2,463 22,992 -1 1,092 24,085 
Nova Scotia 143,453 16,250 18,111 177,815 -5 16,902 194,717 
New Brunswick 117,346 18,303 18,463 154,113 -9 6,324 160,437 
Quebec ... 218,261 43,542 261,802 23 20,204 282,006 
Ontario5 237 263,611 67,161 331,009 -6 10,488 341,497 
Manitoba 189,694 13,158 22,610 225,461 3 11,626 237,087 
Saskatchewan6 227,071 13,313 41,855 282,239 -1 15,646 297,884 
Alberta 514,733 46,372 43,290 604,396 -1 29,078 633,474 
British Columbia 993,418 97,120 84,089 1,174,626 -4 54,183 1,228,809 
Yukon 33,592 1,963 3,507 39,062 1 1,313 40,376 
Northwest Territories 56,351 1,932 3,847 62,130 -3 1,336 63,466 
Nunavut 56,465 1,874 3,980 62,319 -4 3,101 65,421 
Provincial and territorial total7 2,432,313 704,956 363,363 3,500,632 -2 176,234 3,676,866 
Royal Canadian Mounted Police 

operation and corporate 
headquarters, training academy 
depot division and forensic labs 308,227 227,169 1,100,572 1,635,968 8 115,328 1,751,296 

Canada 2,740,540 932,125 1,463,935 5,136,601 1 291,562 5,428,163 
See notes at the end of the table. 
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Table 2 — end 
Total expenditures on policing, current dollars, by province and territory, 2018/2019 

Province and territory 

Total policing 
Total operating 

expenditures 
Percentage change 
from previous year4 

Total capital 
expenditures 

Total  
expenditures 

thousands of dollars percent thousands of dollars 
Newfoundland and Labrador 161,072 -10 5,379 166,452 
Prince Edward Island 40,049 9 1,352 41,400 
Nova Scotia 327,081 -2 19,168 346,249 
New Brunswick 221,836 -7 8,447 230,282 
Quebec 3,006,955 10 68,681 3,075,635 
Ontario5 5,633,632 3 240,879 5,874,511 
Manitoba 547,144 3 16,192 563,336 
Saskatchewan6 517,715 4 24,626 542,341 
Alberta 1,628,502 2 119,552 1,748,054 
British Columbia 1,786,828 -2 68,388 1,855,215 
Yukon 39,062 1 1,313 40,376 
Northwest Territories 62,130 -3 1,336 63,466 
Nunavut 62,319 -4 3,101 65,421 
Provincial and territorial total7 14,034,325 3 578,413 14,612,738 
Royal Canadian Mounted Police operation and corporate 

headquarters, training academy depot division and 
forensic labs 1,635,968 8 115,328 1,751,296 

Canada 15,670,293 3 693,741 16,364,034 
... not applicable 
1. Populations are based on July 1st estimates for 2018, Statistics Canada, Centre for Demography. 
2. Includes municipal stand-alone police services (i.e. municipalities with a dedicated police service, not contracted out to a provincial police service or the Royal 
Canadian Mounted Police). This includes First Nations communities that are not policed by a provincial police service or the Royal Canadian Mounted Police. 
3. Includes provincial police services providing policing services to municipalities, rural areas, and highways. Specifically, includes the Royal Newfoundland Constabulary 
in Newfoundland and Labrador, Sûreté du Québec in Quebec, and the Ontario Provincial Police in Ontario. 
4. Year-over-year percent change calculations are based on unrounded current dollar amounts. 
5. Excludes the Royal Canadian Mounted Police operation and corporate headquarters. 
6. Excludes the Royal Canadian Mounted Police training academy depot division and forensic labs. 
7. Excludes the Royal Canadian Mounted Police operation and corporate headquarters, training academy depot division and forensics labs. 
8. Includes provincial/territorial, municipal, and Aboriginal contract policing. 
9. Includes federal policing programs (general investigations, project based investigations, criminal intelligence, protective services, public engagement, and operations 
support) and international policing operations (peacekeeping missions, capacity building missions, and liaison missions). 
10. Includes technical services and operational support; scientific, technical, and investigative support; Canadian firearms program; advance police training; transfer 
payments, internal services, and Canadian police culture and heritage. 
Note: While most Police Administration Survey data on police strength pertain to the snapshot date (May 15, 2019 for the most recent data), data on expenditures refer to 
either the calendar or fiscal year (2018 for the most recent data). 
Source: Statistics Canada, Canadian Centre for Justice and Community Safety Statistics, Police Administration Survey. 
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Table 3 
Trends in police personnel, Canada, 1962 to 2019 

Year 

Police officers1 Civilian personnel2, 3 

Total  
personnel 

Police  
officers  

as a  
proportion  

of total  
personnel 

Civilian  
personnel  

as a 
proportion  

of total  
personnel 

Police to  
civilians Total 

Officers  
per 100,000 
population 

Percentage  
change  
in rate4 Total 

Per 100,000  
population 

Percentage  
change  
in rate4 

number rate5 percent number rate5 percent number percent ratio 
1962 26,129 140.6 ... 5,699 30.7 ... 31,828 82.1 17.9 4.6 
1963 27,333 144.4 2.7 5,935 31.4 2.3 33,268 82.2 17.8 4.6 
1964 28,823 149.4 3.5 6,655 34.5 9.9 35,478 81.2 18.8 4.3 
1965 30,146 153.5 2.7 7,133 36.3 5.2 37,279 80.9 19.1 4.2 
1966 32,086 160.3 4.4 7,583 37.9 4.4 39,669 80.9 19.1 4.2 
1967 33,792 165.8 3.4 8,018 39.3 3.7 41,810 80.8 19.2 4.2 
1968 34,887 168.5 1.6 8,351 40.3 2.5 43,238 80.7 19.3 4.2 
1969 36,342 173.0 2.7 8,963 42.7 6.0 45,305 80.2 19.8 4.1 
1970 37,949 178.2 3.0 9,936 46.7 9.4 47,885 79.3 20.7 3.8 
1971 40,148 182.8 2.6 10,597 48.3 3.4 50,745 79.1 20.9 3.8 
1972 41,214 185.5 1.5 11,762 52.9 9.5 52,976 77.8 22.2 3.5 
1973 43,142 191.8 3.4 12,297 54.7 3.4 55,439 77.8 22.2 3.5 
1974 45,276 198.5 3.5 12,085 53.0 -3.1 57,361 78.9 21.1 3.7 
1975 47,713 206.2 3.9 13,794 59.6 12.5 61,507 77.6 22.4 3.5 
1976 48,213 205.6 -0.3 14,377 61.3 2.9 62,590 77.0 23.0 3.4 
1977 48,764 205.5 0.0 15,231 64.2 4.7 63,995 76.2 23.8 3.2 
1978 48,705 203.2 -1.1 15,749 65.7 2.3 64,454 75.6 24.4 3.1 
1979 48,990 202.4 -0.4 15,001 62.0 -5.6 63,991 76.6 23.4 3.3 
1980 49,841 203.3 0.4 16,410 66.9 7.9 66,251 75.2 24.8 3.0 
1981 50,563 203.7 0.2 16,999 68.5 2.4 67,562 74.8 25.2 3.0 
1982 50,539 201.2 -1.2 17,738 70.6 3.1 68,277 74.0 26.0 2.8 
1983 50,081 197.4 -1.9 17,342 68.4 -3.1 67,423 74.3 25.7 2.9 
1984 50,010 195.3 -1.1 17,503 68.4 0.0 67,513 74.1 25.9 2.9 
1985 50,351 194.8 -0.3 17,702 68.5 0.1 68,053 74.0 26.0 2.8 
1986 51,425 197.0 1.1 18,273 70.0 2.2 69,698 73.8 26.2 2.8 
1987 52,510 198.5 0.8 19,558 73.9 5.6 72,068 72.9 27.1 2.7 
1988 53,312 199.0 0.2 19,407 72.4 -2.1 72,719 73.3 26.7 2.7 
1989 54,211 198.7 -0.1 19,526 71.6 -1.2 73,737 73.5 26.5 2.8 
1990 56,034 202.3 1.8 19,259 69.5 -2.8 75,293 74.4 25.6 2.9 
1991 56,768 202.5 0.1 19,440 69.4 -0.3 76,208 74.5 25.5 2.9 
1992 56,992 200.9 -0.8 20,059 70.7 2.0 77,051 74.0 26.0 2.8 
1993 56,901 198.4 -1.3 19,956 69.6 -1.6 76,857 74.0 26.0 2.9 
1994 55,859 192.6 -2.9 19,492 67.2 -3.4 75,351 74.1 25.9 2.9 
1995 55,008 187.7 -2.5 19,259 65.7 -2.2 74,267 74.1 25.9 2.9 
1996 54,323 183.5 -2.3 19,603 66.2 0.7 73,926 73.5 26.5 2.8 
1997 54,719 183.0 -0.3 19,679 65.8 -0.6 74,398 73.5 26.5 2.8 
1998 54,763 181.6 -0.7 19,383 64.3 -2.3 74,146 73.9 26.1 2.8 
1999 55,321 182.0 0.2 20,169 66.3 3.2 75,490 73.3 26.7 2.7 
See notes at the end of the table. 
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Table 3 — end 
Trends in police personnel, Canada, 1962 to 2019 

Year 

Police officers1 Civilian personnel2, 3 

Total  
personnel 

Police  
officers  

as a  
proportion  

of total  
personnel 

Civilian  
personnel  

as a 
proportion  

of total  
personnel 

Police to  
civilians Total 

Officers  
per 100,000 
population 

Percentage  
change  
in rate4 Total 

Per 100,000  
population 

Percentage  
change  
in rate4 

number rate5 percent number rate5 percent number percent ratio 
2000 55,954 182.3 0.2 19,917 64.9 -2.2 75,871 73.7 26.3 2.8 
2001 57,076 184.0 0.9 19,982 64.4 -0.7 77,058 74.1 25.9 2.9 
2002 58,422 186.3 1.3 20,732 66.1 2.6 79,154 73.8 26.2 2.8 
2003 59,412 187.8 0.8 21,476 67.9 2.7 80,888 73.4 26.6 2.8 
2004 59,800 187.2 -0.3 22,212 69.5 2.5 82,012 72.9 27.1 2.7 
2005 61,026 189.3 1.1 23,391 72.5 4.3 84,417 72.3 27.7 2.6 
2006 62,461 191.8 1.3 23,911 73.4 1.2 86,372 72.3 27.7 2.6 
2007 64,134 195.0 1.7 25,295 76.9 4.8 89,429 71.7 28.3 2.5 
2008 65,283 196.4 0.7 25,630 77.1 0.2 90,913 71.8 28.2 2.5 
2009 67,243 200.0 1.8 27,056 80.5 4.4 94,299 71.3 28.7 2.5 
2010 69,068 203.1 1.6 27,357 80.4 0.0 96,425 71.6 28.4 2.5 
2011 69,424 202.2 -0.5 28,142 82.0 1.9 97,566 71.2 28.8 2.5 
2012 69,505 200.2 -1.0 28,202 81.2 -0.9 97,707 71.1 28.9 2.5 
2013 69,250 197.4 -1.4 27,870 79.4 -2.2 97,120 71.3 28.7 2.5 
2014 68,806 194.2 -1.6 28,425 80.2 1.0 97,231 70.8 29.2 2.4 
2015 68,772 192.6 -0.8 28,371 79.5 -0.9 97,143 70.8 29.2 2.4 
2016 68,859 190.7 -1.0 28,436 78.7 -0.9 97,295 70.8 29.2 2.4 
2017 69,025 188.9 -0.9 29,052 79.5 1.0 98,077 70.4 29.6 2.4 
2018r 68,532 184.9 -2.1 31,027 83.7 5.3 99,559 68.8 31.2 2.2 
2019 68,718 182.8 -1.1 31,699 84.3 0.7 100,417 68.4 31.6 2.2 
... not applicable 
r revised 
1. Represents the actual number of permanent, fully-sworn police officers of all ranks (or their full-time equivalents). This number also includes officers who are deployed 
to contract positions and who are not available for general policing duties in their community. Police officers on long-term leave who are not being paid by the police 
service’s annual budget are excluded. 
2. Counts include civilians on the police service's payroll employed in permanent positions such as clerks, dispatchers, managers, cadets, special constables, security 
officers, school crossing guards and by-law enforcement officers. The Police Administration Survey only collects data on civilian employees paid for by the police service. 
Therefore, if civilian employees of a police service are paid for by the municipality, such as in the case of Royal Canadian Mounted Police detachments and some police 
services, they are not captured by the survey. 
3. Special constables and recruits were included in the civilian counts prior to 2017. Starting in 2018, counts for special constables and recruits were collected in a 
separate question but added to the civilian counts for comparability purposes in this table. 
4. Percent changes are based on unrounded rates. 
5. Populations are based on July 1st, 2019 estimates from Statistics Canada, Centre for Demography. 
Note: A new version of the Police Administration Survey was implemented in 2018. Data on police strength pertain to the snapshot date (May 15, 2019 for the most 
recent data). Additional data are available on Statistics Canada table 35-10-0076. 
Source: Statistics Canada, Canadian Centre for Justice and Community Safety Statistics, Police Administration Survey. 
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Table 4 
Police officers by level of policing, by province and territory, 2019 

Province and territory 

2019 
population1 

Municipal 
police 

services2 

Provincial 
police 

services3 

Royal Canadian Mounted 
Police 

Total 
police 

officers 

Police  
officers per 

100,000 
population 

Percentage 
change in rate6 

Contract 
policing4 

Federal and 
other 

policing5 

2018  
to  

2019 

2009  
to  

2019 
number rate percent 

Newfoundland and Labrador 521,542 ... 400 427 75 902 173 1.0 -2.5 
Prince Edward Island 156,947 97 ... 96 22 215 137 -2.8 -18.3 
Nova Scotia 971,395 885 ... 846 121 1,852 191 -1.6 -4.7 
New Brunswick 776,827 433 ... 703 115 1,251 161 1.0 -11.5 
Quebec 8,484,965 9,303 5,433 ... 886 15,622 184 -2.6 -7.0 
Ontario7 14,566,547 17,989 5,602 ... 1,749 25,340 174 -1.7 -11.5 
Manitoba 1,369,465 1,579 ... 913 129 2,621 191 1.5 -7.4 
Saskatchewan8 1,174,462 1,079 ... 1,171 130 2,380 203 1.9 -1.8 
Alberta 4,371,316 4,410 ... 2,877 401 7,687 176 0.7 4.4 
British Columbia 5,071,336 2,553 ... 5,972 765 9,290 183 -0.9 -6.3 
Yukon9 40,854 ... ... 120 11 131 321 -1.3 -11.3 
Northwest Territories9 44,826 ... ... 175 19 194 433 4.9 -4.7 
Nunavut9 38,780 ... ... 121 14 135 348 -2.4 -9.2 
Provincial and territorial total10 37,589,262 38,326 11,435 13,421 4,437 67,618 180 -1.2 -7.5 
Royal Canadian Mounted Police 

operation and corporate 
headquarters ... ... ... ... 849 849 ... ... ... 

Royal Canadian Mounted Police 
training academy depot 
division and forensic labs ... ... ... ... 252 252 ... ... ... 

Canada 37,589,262 38,326 11,435 13,421 5,537 68,718 183 -1.1 -8.6 
... not applicable 
1. Populations are based on July 1st, 2019 estimates from Statistics Canada, Centre for Demography. 
2. Includes municipal stand-alone police services (i.e. Municipalities with a dedicated police service not contracted with a provincial police service or the Royal Canadian 
Mounted Police. Also includes First Nations police services that are not provided by provincial police services or the Royal Canadian Mounted Police). 
3. Includes provincial police services providing policing services to municipalities, rural areas, and highways. Specifically, includes the Royal Newfoundland Constabulary 
in Newfoundland and Labrador, the Sûreté du Québec in Quebec, and the Ontario Provincial Police in Ontario. 
4. Includes provincial/territorial, municipal, and Aboriginal contract policing. Contract policing refers to provincial and municipal policing services provided by the Royal 
Canadian Mounted Police. 
5. Includes Federal policing and Departmental and Divisional Administration. Includes federal policing programs (general investigations, project based investigations, 
criminal intelligence, protective services, public engagement, and operations support). 
6. Percent changes are based on unrounded rates. 
7. Excludes the Royal Canadian Mounted Police operation and corporate headquarters. 
8. Excludes the Royal Canadian Mounted Police training academy depot division and forensic labs. 
9. Yukon, Northwest Territories and Nunavut are policed solely by the Royal Canadian Mounted Police. 
10. Excludes the Royal Canadian Mounted Police operation and corporate headquarters, training academy depot division and forensic labs. 
Note: A new version of the Police Administration Survey was implemented in 2018. Data on police strength pertain to the snapshot date (May 15, 2019 for the most 
recent data). Police officers calculated in this table are based on the counts for permanent full-time and permanent part-time that are calculated into full-time equivalent. 
Source: Statistics Canada, Canadian Centre for Justice and Community Safety Statistics, Police Administration Survey. 
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Table 5 
Municipal police services serving a population of 100,000 or more, Canada, 2019 

Municipal police 
services1 

2018  
population2 

Police officers3 

Hires6 Departures6 

Net gain  
or loss:  

hiring and 
departures6 

Police  
officers  

eligible to 
retire6 

2019  
number  

of police  
officers 

2019 
 police  

officers  
per 100,000  
population4 

Percentage  
change  

from  
previous  

year5 

2019  
Percentage  

of female  
officers 

number rate percent number percent 
Toronto Police Service, 

Ont. 2,956,024 4,790 162 -3 19 214 294 -80 9 
Montréal Police Service, 

Que. 2,029,374 4,295 212 -5 33 139 172 -33 13 
Peel Regional Police 

Service, Ont. 1,404,628 2,022 144 1 19 116 74 42 3 
Calgary Police Service, 

Alta. 1,311,833 2,123 162 6 27 68 64 4 0 
York Regional Police, Ont. 1,150,672 1,543 134 3 20 131 75 56 5 
Ottawa Police Service, 

Ont. 1,007,501 1,223 121 -1 22 71 47 24 6 
Edmonton Police Service, 

Alta. 1,004,947 1,885 188 0 20 91 70 21 7 
Winnipeg Police Service, 

Man. 753,674 1,405 186 2 16 22 41 -19 8 
Durham Regional Police 

Service, Ont. 683,604 904 132 3 20 61 41 20 7 
Vancouver Police 

Department, B.C. 678,308 1,330 196 -1 26 37 48 -11 9 
Halton Regional Police 

Service, Ont. 580,014 714 123 5 22 50 34 16 6 
Waterloo Regional Police 

Service, Ont. 579,145 757 131 -1 22 31 37 -6 8 
Québec City Police 

Service, Que. 578,781 719 124 -1 27 34 24 10 3 
Surrey, B.C. (RCMP) 568,158 798 140 2 21 69 23 46 6 
Hamilton Police Service, 

Ont. 567,979 X X X X X X X X 
Niagara Regional Police 

Service, Ont. 472,448 720 152 2 17 38 21 17 7 
Laval Police Service, Que. 432,858 586 135 1 31 0 24 -24 9 
Longueuil Police Service, 

Que. 421,842 611 145 0 35 20 35 -15 6 
London Police Service, 

Ont. 414,959 590 142 -3 22 19 26 -7 7 
Gatineau Police Service, 

Que. 282,596 393 139 -1 23 44 8 36 3 
Saskatoon Police Service, 

Sask. 268,188 465 173 0 23 5 8 -3 8 
Halifax Regional Police, 

N.S.7 253,841 530 209 -1 20 15 13 2 11 
Burnaby, B.C. (RCMP) 248,071 292 118 1 22 27 4 23 9 
Regina Police Service, 

Sask. 233,170 397 170 -1 24 7 12 -5 3 
Windsor Police Service, 

Ont. 229,787 471 205 11 17 55 24 31 8 
Richmond, B.C. (RCMP)8 209,838 245 117 7 21 34 2 32 7 
Richelieu-Saint-Laurent 

Police Service, Que. 209,246 214 102 2 26 44 46 -2 6 
St. John's, N.L. (RNC) 208,289 335 161 3 30 43 15 28 16 
See notes at the end of the table.  
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Table 5 — end 
Municipal police services serving a population of 100,000 or more, Canada, 2019 

Municipal police 
services1 

2018  
population2 

Police officers3 

Hires6 Departures6 

Net gain  
or loss:  

hiring and 
departures6 

Police  
officers  

eligible to 
retire6 

2019  
number  

of police  
officers 

2019 
 police  

officers  
per 100,000  
population4 

Percentage  
change  

from  
previous  

year5 

2019  
Percentage  

of female  
officers 

number rate percent number percent 
Greater Sudbury Police 

Service, Ont. 168,141 261 155 0 18 10 4 6 7 
Sherbrooke Police Service, 

Que. 166,863 209 125 3 24 18 8 10 8 
Langley Township, B.C. 

(RCMP)9 156,931 208 133 2 26 18 5 13 10 
Abbotsford Police 

Department, B.C. 153,866 214 139 3 19 20 9 11 5 
Coquitlam, B.C. (RCMP) 149,450 171 114 4 27 17 7 10 9 
Saguenay Police Service, 

Que. 148,053 187 126 0 22 0 6 -6 7 
Barrie Police Service, Ont. 147,685 240 163 3 18 8 11 -3 3 
Lévis Police Service, Que. 146,080 155 106 0 24 6 6 0 12 
Guelph Police Service, 

Ont. 140,683 201 143 2 21 11 8 3 11 
Terrebonne Police Service, 

Que. 140,301 171 122 1 29 17 17 0 1 
Kelowna, B.C. (RCMP) 138,513 196 142 2 26 9 4 5 10 
Trois-Rivières Police 

Service, Que. 136,857 161 118 3 22 10 6 4 2 
Kingston Police Service, 

Ont. 132,943 205 154 0 20 8 10 -2 13 
Codiac Regional, N.B. 

(RCMP) 122,988 143 116 0 19 7 8 -1 20 
Saanich Police 

Department, B.C. 121,032 151 125 -4 21 5 8 -3 5 
Thunder Bay Police 

Service, Ont. 118,253 242 205 8 16 5 13 -8 7 
Victoria Police Department, 

B.C. 110,916 238 214 -1 25 14 15 -1 10 
Roussillon Regional Police 

Service, Que. 110,144 115 104 0 28 12 17 -5 6 
Delta Police Department, 

B.C. 109,674 159 145 -1 21 15 6 9 16 
Chatham-Kent Police 

Service, Ont. 105,445 164 156 1 16 9 11 -2 9 
Brantford Police Service, 

Ont. 104,978 187 178 5 14 13 8 5 1 
Red Deer, Alta. (RCMP) 104,493 173 166 -3 24 3 2 1 6 
x suppressed to meet the confidentiality requirements of the Statistics Act 
1. Refers to the municipal stand-alone police services and municipalities policed by the Royal Canadian Mounted Police (RCMP) that have a population of 100,000 or 
more (based on 2018 populations). 
2. Populations are based on preliminary postcensal estimates for 2018 and are adjusted to follow policing boundaries. Populations according to policing boundaries for 
2019 were not available in time for writing this article. 
3. Represents the actual number of permanent, fully-sworn police officers of all ranks (or their full-time equivalents) as of May 15, 2019. Police officers on long-term leave 
who are not being paid by the police service’s annual budget are excluded. All recruits are excluded from the number of police officers. 
4. Based on the number of police officers on May 15, 2019 and populations for 2018. Populations are adjusted to follow policing boundaries. Populations for 2019 was not 
yet available when writing this article. 
5. Percent changes are based on unrounded rates. 
6. Represents hiring of police officers and recruits, departures of police officers and eligibility to retire of police officers during the 2018 calendar or 2018/2019 fiscal year. 
The percent of officers eligible to retire is calculated using these data, along with the number of full-time equivalent police officers employed on May 15, 2019. 
7. The data in this table represents Halifax Regional Police, N.S. which has a rate of police strength of 209. However, this rate does not include the number of police 
officers from Royal Canadian Mounted Police (RCMP) Halifax rural which shares responsibility to police the same area. When RCMP Halifax rural officers and the 
population they serve are added to the calculation, the rate of police strength amounts to approximately 166 police officers per 100,000 population. 
8. Includes Vancouver International Airport. 
9. Langley Township, B.C. includes both Langley Township and Langley B.C. 
Note: A new version of the Police Administration Survey was implemented in 2018. Data on police strength pertain to the snapshot date (May 15, 2019 for the most 
recent data). Additional data are available on Statistics Canada table 35-10-0077. 
Source: Statistics Canada, Canadian Centre for Justice and Community Safety Statistics, Police Administration Survey. 
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Table 6 
Hirings and departures of police officers, by province and territory, Canada, 2018/2019 

Province and territory 

Hirings1 Departures1 Net gain  
or loss:  

hirings and  
departures 

Police  
officers  
eligible  

to retire1 Total 

Experienced  
police  

officers2 Recruit3 Total Retirements Other4 
number percent number percent number percent 

Newfoundland and Labrador 69 59 41 34 53 47 35 15 
Prince Edward Island 7 100 0 13 38 62 -6 17 
Nova Scotia 62 100 0 73 58 42 -11 15 
New Brunswick 70 97 3 72 49 51 -2 17 
Quebec 893 45 55 787 65 35 106 13 
Ontario5 1,340 24 76 1,202 68 32 138 8 
Manitoba 126 79 21 88 67 33 38 9 
Saskatchewan6 162 91 9 82 40 60 80 9 
Alberta 382 67 33 271 42 58 111 6 
British Columbia 498 79 21 379 52 48 119 12 
Yukon 0 ... ... 2 50 50 -2 18 
Northwest Territories 11 100 0 5 60 40 6 12 
Nunavut 4 100 0 7 43 57 -3 10 
Provincial and territorial total7 3,624 50 50 3015 61 39 609 10 
Royal Canadian Mounted Police operation and 

corporate headquarters, training academy 
depot division and forensic labs 1 100 0 61 54 46 -60 41 

Canada 3,625 50 50 3,076 61 39 549 11 
... not applicable 
1. Percentages may not sum to 100% due to rounding.
2. Includes senior officers, non-commissioned officers and constables who achieved the status of fully-sworn officer prior to the calendar or fiscal year for which data are shown.
3. Includes paid police officers who achieved the status of fully-sworn police officer during the calendar or fiscal year prior to the year for which data are shown.
4. Includes police officers who departed for reasons other than retirement, such as being hired by another police service, career change, death.
5. Excludes personnel from the Royal Canadian Mounted Police operations and corporate headquarters.
6. Excludes personnel from the Royal Canadian Mounted Police training academy depot division and forensic labs.
7. Excludes personnel from the Royal Canadian Mounted Police operation and corporate headquarters, training academy depot division and forensic labs.
Note: Represents hirings, departures and eligibility to retire during the 2018 calendar or 2018/2019 fiscal year. The percent of officers eligible to retire is calculated using 
these data, along with the number of fully sworn officers employed on May 15, 2019. 
Source: Statistics Canada, Canadian Centre for Justice and Community Safety Statistics, Police Administration Survey. 
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DELTA POLICE BOARD 
REGULAR - Action Document 

Note:  shaded items will be removed after one circulation 

Action Item Meeting Date Assigned to Status 
F.3 2018 Police Resources in Canada Survey 
Staff to look into increase in municipal policing expenditure 
in BC compared to other provinces/territories 

Dec 11, 2019 Staff Complete. 
Info and 2019 
reports included 
in Feb 2021 
agenda package. 

B.2 Crime Stats and Maps  
Provide a report on cybercrime (types etc.) being reported 
to DPD. 

Jan 20, 2021 Staff In progress 
Target Date: 
March 2021 

B.2 Crime Stats and Maps  
For District 3, include detailed/zoomed in crime maps for 
the future. 

Jan 20, 2021 Staff Complete. 

Updated map 
formatting 
included in Feb 
2021 agenda.  

C.1 Welcoming DPD’s Deputy Chiefs 
Arrange for both DCs to meet City Council Jan 20, 2021 Staff To be scheduled 

On hold as per 
Chair/Mayor.  

F.1 Strategic Plan Updates 
Distribute copy of letter to Police Board that was sent out to 
stakeholders. 

Jan 20, 2021 Staff Complete. 
Distributed via 
email.  
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Delta Police Department 
BOARD REPORT  
Regular Meeting 

From: Neil Dubord, OOM, AdeC 

Date: January 25, 2021 

Acknowledging Traditional Territory 

 RECOMMENDATION:
A. THAT the Delta Police Board approve the traditional territorial acknowledgement

(Attachment A) to be read at the beginning of the each Regular Delta Police Board 
meeting, by the Board Chair or Vice Chair. 

 PURPOSE:
To advise the Delta Police Board of traditional territorial acknowledgement being proposed for 
Delta Police Board meetings.  

 DISCUSSION:
It is common practice for many public meetings to begin with the acknowledgement of traditional 
territory. The acknowledgement of traditional territory serves the purpose of both displaying 
respect and recognition for the First Nations groups that once inhabited or currently inhabit the 
lands upon which the meeting is being held.  

This recognition of First Nations presence is an essential element in establishing meaningful 
relationships with our community partners and paving the path toward reconciliation. As Delta 
Police Board meetings occur on traditional territory of the Tsawwassen and Musqueam First 
Nation and all of the Hun-qumi-num speaking peoples, it is being proposed that the Delta Police 
Board begin their meetings with the acknowledgement of traditional territory.  

The proposed acknowledgement (Attachment A) has been drafted in partnership with the 
Tsawwassen First Nations through the Delta Police Department’s Tsawassen First Nation 
Service Team.   

 IMPLICATIONS:
There are no financial implications for this report. 

 RELATED POLICY:
There is no related policy for this report. 

 CONCLUSION:
To foster a culture of respect and recognition, the Delta Police Board should consider beginning 
it’s regular meetings by acknowledging the traditional territory of the Tsawwassen and 
Musqueam First Nation and all of the Hun-qumi-num speaking peoples. 
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 ATTACHMENT:
A. Acknowledgement Traditional Territory Script – Draft

Respectfully Submitted: 

Neil Dubord, OOM, AdeC 
Chief Constable, Delta Police Department 
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BEFORE WE BEGIN                        (event name/type), I want to 
acknowledge the traditional territory of the Tsawwassen and Musqueam 
First Nations and all of the Hun’qumi’num speaking peoples who have 
been Stewards of this land since time immemorial. I would also like to 
offer my respect to all the Elders, Chiefs, Ancestors, Matriarchs and 

Warriors who have gone before us and to the First Nation People who 
are still with us today.

The Delta Police Board recognizes the history between Canada’s 
Government and the Indigenous Peoples of this Land. We as a Board 

understand this relationship in history and within present times. We 
continue to learn from the mistakes of our past. We are fortunate and 
grateful to be given the opportunity to move toward reconciliation and 

foster meaningful relationships with all 
Tsawwassen First Nation Community Members.

hay čx qe
Thank you

w ‘

Attachment A
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Delta Police Department 
BOARD REPORT  
Regular Meeting 

From: Finance Manager 

Date: February 2, 2021 

Canadian Association of Police Governance (CAPG) 
2021 Annual Membership Fee  

 RECOMMENDATION:
THAT the CAPG membership for 2021 in the amount of $2,000 be approved for payment
from the Delta Police Department Police Board budget.

 PURPOSE:
To obtain Board approval for the payment of the CAPG membership in the amount of $2,000. 

 DISCUSSION:
The CAPG was founded in 1989 with the goal to improve the effectiveness of civilian bodies that 
govern local police services.  The CAPG works collaboratively with other police service sector 
stakeholders to improve police governance in Canada and to bring about change that will 
enhance public safety.  The CAPG has grown since its founding to represent 75% of municipal 
police service oversight bodies throughout Canada. 

The CAPG holds an annual conference each year, which provides educational and learning 
opportunities for board members. 

 IMPLICATIONS:
Financial Implications 
The membership fee is $2,000, which is an increase from the 2020 fee of $1,498. 

 RELATED POLICY:
There are no policies associated to this report. 

 CONCLUSION:
Board approval has been requested for payment of the 2021 annual membership fee for 
Canadian Association of Police Governance. 

 ATTACHMENT:
A - CAPG 2021 Membership Renewal 

Respectfully Submitted:  

Hilary Madore, CPA CMA 
Finance Manager, Delta Police Department 
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Jassie Ram

From: Canadian Association of Police Governance <conference@capg.ca>
Sent: February 1, 2021 3:30 PM
To: Jassie Ram
Subject: 2021 CAPG Membership Renewal

(This email originated outside the organization. Do not click any links or attachments unless you were expecting this email today. If 
unsure; please forward this email to IT and have them confirm that it is legitimate and safe.) 

Canadian Association of Police 
Governance  

INVOICE 
#D414 

 

Complete your purchase 

Dear Delta Police Board, 

Through these unprecedented times, our number one priority remains serving 
as a strong, national voice and resource for civilian governance of policing in 
Canada. 

As your renewal date approaches, we respectfully ask for your continued 
support by renewing your membership with us. 

Your continued commitment to the Canadian Association of Police Governance 
enables us to: 

● Ensure members have independent access to the information and insights
needed to be effective as police governance organizations. 

● Advocate for our members by promoting a research and knowledge-based
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climate and adopting positions to influence public policy through 
communications with elected officials. 

● Spotlight issues and gain visibility for police governance organizations.

● Provide timely communications about issues that impact our members and
policing in general. 

● Provide resources such as online job postings, an expanded web presence
through the membership directory, and digital advertising opportunities. 

● Offer our webinars, conference and governance summits at an accessible
rate. 

We will continue focusing on our mission to work collaboratively and 
proactively with members and partners to enhance civilian governance of 
policing in Canada – now and in the future. 

Thank you again for your commitment and partnership. Our organization is 
strong because of you. Together, we will tackle the challenges ahead. We look 
forward to our continued partnership. If there are additional ways we can 
support your organization during this time, please don't hesitate to contact a 
member of our staff. 

Sincerely, 
Jennifer Malloy 
Executive Director 
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Registered In-House-Lobbyist 
Canadian Association of Police Governance 

Complete your purchase 

or Visit our store 

Order summary 

*New 2021 Rate* Service Size - 251 to 400 × 1 $2,000.00 

Subtotal  $2,000.00
Shipping  $0.00
Taxes  $0.00

Total  $2,000.00 CAD 

Customer information 

Shipping address 
JASSIE PADDA 
DELTA POLICE DEPARTMENT 
4455 Clarence Taylor Crescent 
Delta BC V4K 3E1 
Canada 

Billing address 
JASSIE PADDA 
DELTA POLICE DEPARTMENT 
4455 Clarence Taylor Crescent 
Delta BC V4K 3E1 
Canada 
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If you have any questions, reply to this email or contact us at conference@capg.ca 

Attachment ARG E.3



MEMO TO DELTA POLICE BOARD 
Regular Meeting 

From:   Jassie Ram 

Date:   January 31, 2021 

Subject: BCAPB Updates  

AGM and Other Virtual Events 
The British Columbia Association of Police Boards (BCAPB) will not be holding an Annual 
Conference this year due to the pandemic, but will be holding the following events in February and 
March. Associated calendar invites have been sent to the Board member e-mails. All events will be 
virtual. Links to participate in the events to follow, and will be distributed to the Board members 
when received.  

 Tuesday, February 23, 2021, 5:00 pm  - 6:00 pm
Hospitality Suite with police board colleagues from across the province

 Friday, March 5, 2021 from 2:00 pm - 4:00 pm
Joint open dialogue session with Police Board members and BC Municipal Chiefs

 Saturday, March 6, 2021 from 10:00 am - 1:15 pm
 BCAPB Annual General Meeting 

Registration from all events is due on February 15, 2021, prior to the next Police Board meeting. To 
ensure every Board member has opportunity to attend as their schedule permits, registration for all 
Board members (no cost) has been submitted prior to the deadline, for all events.  

BCAPB Appointment of Board Executive  
Additionally, BCAPB is requesting that the Delta Police Board advise who will be appointed or 
continue on, as the Board’s authorized representative and alternative representative. Currently, 
Vice Chair, Angela Kaiser holds the authorized representative position and, Gurleen S. Sahota 
holds the alternative representative position.  

Action: Board to decide on BCAPB representatives and for Staff to advise BCAPB by February 
19th.  

Reading Material re: Current Social Climate 
BCAPB provided several reports and reading material to be disseminated to the Boards. The 
material has been provided to all governance Boards for learning and governance enhancement in 
the current social climate. As there are several large PDF attachments for the material, for 
convenience and to decrease PDF file size, they can be accessed by clicking “Attachments” on 
the left side of your screen (see screenshot below).  
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Respectfully Submitted: 

Jassie Ram 
Police Board Secretary, Delta Police Department 

Attachments 

 A – Save the Date, Information about AGM and Other Events from BCAPB
 B – BCAPB - Appointment of Executive Board for 2021/22
 C – Reading and Educational Material re: Current Social Climate, from BCAPB
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Jassie Ram

From: BCA Police Boards <bcapbs@gmail.com>
Sent: January 27, 2021 3:54 PM
To: Ali Huculak; Barbara (Oak Bay Board Assistant) Sherman; Collette (Vic/Esq Board 

Assistant) Thomson; Daisy (NW Board Assistant) Dyer; Donna (Abbotsford assistant) 
Macey; Emmalee (CS Board Assistant) Gummer; Jassie Ram; Linda (WV Board Assistant) 
Matonovich; Lynn (Saanich assistant) Secretary; Marion (Surrey EA) Chow; Melissa 
(Surrey) Granum; Rhonda (Port Moody Board Assistant) Doig; Shiloh (Nelson Board 
Assistant) Perkins; Shireen (Stl'atl'imx Board Assistant) Sumariwalla; Stephanie 
(Vancouver Board Assistant) JOHANSSEN (Police Board); Taryn (Transit Board Assistant) 
Barton

Cc: Abbotsford (Mike Welte); Central Saanich (Wendy MacDonald) MacDonald; Angela 
Kaiser - DPB; Nelson (Am Naqvi); New West (Natalia) Bryant; Oak Bay (Mayor Kevin 
Murdoch); Port Moody (Leah Zille - alternate); Saanich (Mary Collins); SCBCTA (Murray 
Dinwoodie); Stl'atl'imx (Rebecca Barley); Surrey (Cheney Cloke); Vancouver (Tricia 
Barnes); Victoria Esquimalt (Charla Huber); West Vancouver (Peter Gibson)

Subject: BCAPB Save the Date - Hospitality Suite, Joint Session with Chiefs, and AGM!
Attachments: RegistrationForm.pdf

(This email originated outside the organization. Do not click any links or attachments unless you were expecting this email today. If 
unsure; please forward this email to IT and have them confirm that it is legitimate and safe.) 

Good afternoon, 

I kindly ask that you disseminate this email with attachment to your board members. 

Thank you ‐ Veronica  

Sending on Behalf Leah Zille 

*Important BCAPB Dates:
 Tuesday, February 23, 2021 from 5:00 pm  - 6:00 pm: Hospitality Suite with police board colleagues

from across the province (virtual)
 Friday, March 5, 2021 from 2:00 pm - 4:00 pm: Joint open dialogue session with Police Board

members and BC Municipal Chiefs (virtual)
 Saturday, March 6, 2021 from 10:00 am - 1:15 pm: BCAPB Annual General Meeting (virtual)

Dear BCAPB Members, 

Hard to believe we are already nearing the end of January. I hope you have all found 2021 off to a good start.  

In normal times, this would have been the time of year where we would have begun to make our travel plans to 
beautiful Nelson, BC for the annual BCAPB Conference and AGM. Sadly, like so many other events, this is not 
meant to be this year and the only travelling we are able to provide this year is to the cloud. We’re pleased to let 
you know the Nelson Police Board has graciously offered to host the conference and AGM in 2022 (should the 
COVID crisis allow for this next year). Until we can once again travel and visit this gorgeous part of our province, 
we have condensed this year's conference programming and will be bringing both our joint open dialogue 
session and annual general meeting to you virtually.  

Gah! Not another virtual event?!? We know, we know. After nearly a year of virtual conferences, webinars, 
and meetings, we fully appreciate that contemplating more time in front of a computer screen feeling like an 
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avatar in this game of life is not an overly compelling proposition. At the same time, this past year has brought 
complexities to policing and society unlike any other, and thus it's more important than ever that we have a 
chance to unite. Enter rock and a hard place.   

We've done our best to limit the programming to that which delivers the most value, and are offering it up in 
what we hope you find to be bite sized, palatable nuggets. We plan to use every minute of our time together to 
bring value to your role as board members. Most importantly, we want to provide you with ample opportunity to 
raise, discuss, and address the issues most compelling and relevant to you and to your board.   

So just how do you plan to do this? 
1) Virtual Hospitality Suite: We plan to kick things off casually, and hopefully with a bit of fun on Tuesday,
February 23 from 5:00 pm - 6:00 pm. Many of you have told us that the real value in coming together for an 
annual conference comes from the opportunity to build relationships with police board colleagues from around 
the province. It is in those informal conversations in the buffet queues, at the tables while waiting for sessions to 
start, and in the hospitality suites that you have the chance to engage in meaningful dialogue about those key 
issues keeping you up at night.  So we are going to try to recreate this experience for you by way of a fun, 
casual, brief, virtual () hospitality suite. Grab your favourite beverage and plop yourself down in your most 
comfy chair to be transported to a cozy “room” where you will be met by a small group of colleagues from police 
boards across the province for this pilot initiative. More details will be sent out shortly, but rest assured it won’t 
be overly formal or structured and there will be lots of opportunity to shoot the breeze about issues near and 
dear to your heart. Don’t worry if you don’t know anyone, we all start from the same place of being on a police 
board, and it doesn’t take much to find common ground. And if you miss this one, not the end of the world, as 
we hope to hold more of these throughout the year. Advanced registration will be required so that we can place 
you in a room, please see attached registration form.  

2) Joint open dialogue session with BC Municipal Chiefs: On Friday, March 5 from 2:00 pm - 4:00 pm, the
municipal chiefs will be joining us for our annual joint conversation designed to provide us with police leadership 
perspectives on relevant and pressing issues that are rising to the top of the strategic priority lists. Details will be 
shared once the topics for this session are finalized, but our preliminary planning conversations point to 
conversations that will give you lots to mull over back at your respective Board tables.  

3) Annual General Meeting: On Saturday, March 6 from 10:00 am - 1:15 pm, we will hold the BCAPB
2021 Annual General Meeting. The Honourable Mike Farnworth, Minister of Public Safety and Solicitor General, 
will open our AGM. This will be followed by a keynote presentation, which will then lead us into the business of 
the AGM. These three hours will be packed full of meaningful insights that you will not want to miss! One of the 
most important ways you can ensure your board’s voice is heard is by encouraging your board to put forth board 
resolutions that bring your board’s key issues to the attention of other boards and the association for action. 
Calls for resolutions were sent out to Boards in mid-December and need to be submitted to BCAPB for the AGM 
package no later than February 5th. And of course, you will be voting in your executive board for 2021/2022. 
Registration form is attached. Further program details to be sent out shortly. 

This all sounds great, but what about all the other sessions that the conference normally provides? 
Remember that piece about “not another virtual event”, yup - sadly we had to make some sacrifices. CAPG and 
other policing organizations have provided some fantastic programming this past year by way of conferences 
and webinars. We felt that if something had to give so we could hold people’s focus, there has been ample 
supplemental programming offered by other policing organizations to carry us through to next year. And with the 
enthusiasm and plans the Nelson crew had for the conference this year, we have every confidence the 
conference will be back to its regular glory next year (assuming this pesky virus makes its exit soon). Please 
leverage the webinars and training sessions available to you through other streams this year. In the blink of an 
eye, next year’s conference will be here and we can resume our regularly scheduled programming. 

Virtual?!? There’s a lot of us….how are you going to manage the complexities of the technology? 
Not to worry - we’re not. Professionals will. Technology isn’t our bailiwick, so we’ve got people coming to 
produce the show for us, so to say.   
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And what about…?   
I’m hoping this overview paints a picture of what our virtual events will look like, but in the event I’ve missed 
something you want to know, please reach out with your questions or comments.  

Attached is the registration for the upcoming events. Please note the registration deadline of February 15, 2021. 
Keep watch for further details for the Virtual Hospitality Suite and for the joint session/AGM. 

We look forward to many opportunities in the months ahead to engage with you.   

Warmly, 

- Leah 

Leah Zille | President 
BC Association of Police Boards 
604-808-3809 (mobile) | leah.zille@portmoodypoliceboard.com 

CONFIDENTIALITY NOTICE: This message and any accompanying documents contain confidential information 
intended for a specific individual and purpose. This message is private and protected by law. If you are not the 
intended recipient, you are hereby notified that any disclosure, copying or distribution, or the taking of any action 
based on the contents of this information, is strictly prohibited.  
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Jassie Ram

From: BCA Police Boards <bcapbs@gmail.com>
Sent: January 22, 2021 10:45 AM
To: Ali Huculak; Barbara (Oak Bay Board Assistant) Sherman; Collette (Vic/Esq Board 

Assistant) Thomson; Daisy (NW Board Assistant) Dyer; Donna (Abbotsford assistant) 
Macey; Emmalee (CS Board Assistant) Gummer; Jassie Ram; Linda (WV Board Assistant) 
Matonovich; Lynn (Saanich assistant) Secretary; Marion (Surrey EA) Chow; Melissa 
(Surrey) Granum; Rhonda (Port Moody Board Assistant) Doig; Shiloh (Nelson Board 
Assistant) Perkins; Shireen (Stl'atl'imx Board Assistant) Sumariwalla; Stephanie 
(Vancouver Board Assistant) JOHANSSEN (Police Board); Taryn (Transit Board Assistant) 
Barton

Cc: Leah Zille
Subject: BCAPB - Appointment of Executive Board for 2021/22

(This email originated outside the organization. Do not click any links or attachments unless you were expecting this email today. If 
unsure; please forward this email to IT and have them confirm that it is legitimate and safe.) 

Good morning,  

Please see below. 

Thank you and have a great weekend!  

Veronica  

Sending on Behalf of Leah Zille 

In preparation for the upcoming BCAPB AGM, it would be very much appreciated if you could consult 
with your board as to who will be appointed, or continue on, as your Board’s authorized representative 
and alternate representative of the BCAPB Executive Board, and if at all possible to provide me with 
your representative’s name and contact info by February 19, 2021. 

  APPOINTMENT OF EXECUTIVE BOARD 

Part V – Directors and Officers of the BCAPB Constitution and Bylaws: 
22 (2) Each Director is the appointed authorized representative of a Full Member (“Full Member” 
means a police board pursuant to the Police Act,) 

Director (authorized representative): 

Contact Information (email/phone): 

Director (alternate representative): 

Contact Information (email/phone): 

The Executive Board will elect the Officers of the Executive Committee at the first Executive Board 
meeting following the Annual General Meeting of the Association.  
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Please submit the name of your Board’s representative on the Executive Board to Veronica Bandet, 
Executive Assistant, via email to bcapbs@gmail.com. 

Thank you for your assistance. 

Leah Zille,  
BCAPB President 
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Jassie Ram

From: BCA Police Boards <bcapbs@gmail.com>
Sent: January 29, 2021 3:43 PM
To: Ali Huculak; Barbara (Oak Bay Board Assistant) Sherman; Collette (Vic/Esq Board 

Assistant) Thomson; Daisy (NW Board Assistant) Dyer; Donna (Abbotsford assistant) 
Macey; Emmalee (CS Board Assistant) Gummer; Jassie Ram; Linda (WV Board Assistant) 
Matonovich; Lynn (Saanich assistant) Secretary; Marion (Surrey EA) Chow; Melissa 
(Surrey) Granum; Rhonda (Port Moody Board Assistant) Doig; Shiloh (Nelson Board 
Assistant) Perkins; Shireen (Stl'atl'imx Board Assistant) Sumariwalla; Stephanie 
(Vancouver Board Assistant) JOHANSSEN (Police Board); Taryn (Transit Board Assistant) 
Barton

Cc: Nelson (Am Naqvi)
Subject: Fwd: FW: Documents
Attachments: 911 and non-emergencies response models in North America.pdf; A New 911 Response 

System[2].pdf; Admin Report Responding to 911 calls for help[1].pdf; FPT Justice and 
Public Safety Ministers work together on shared priorities Français.pdf; Minister of 
Justice & Attorney General supplementary Mandate letter.pdf; Minister of Public Safety 
and Emergency Preparedness Supplementary Mandate Letter.pdf; RCMP_Final-
Report_Broken-Dreams.pdf; Stats Canada Public Perceptions of Police Nov 2020.pdf; 
Toronto Police Services Board use of force model advocacy - letter to SOLGEN - 
2021.01.05 final.pdf; Toronto 
Rethinking_Community_Safety_A_Step_Forward_For_Toronto_Full_Report.pdf

(This email originated outside the organization. Do not click any links or attachments unless you were expecting this email today. If 
unsure; please forward this email to IT and have them confirm that it is legitimate and safe.) 

Good aftternoon,  

Further to our meeting on January 22, and the discussions therein, attached are materials to be diseminated to 
your board members.  The BCAPB wishes to share the attached material with all BC Governance Boards to 
provide a valuable service in learning and governance enhancement in the current social climate. 

Thank you.  

Veronica  
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Delta Police Department 
BOARD REPORT  
Regular Meeting 

From: Annette Garm 

Date: February 2, 2021 

2021 Board Training and Education Plan Proposal 

 RECOMMENDATIONS:
Note: There are seven (7) recommendations highlighted throughout this report, and all of them are
listed below. Based on the variety of training opportunities presented in this report the Board may
move forward with only a select few of the recommendations.
A. THAT the Delta Police Board members take the CABRO online training certificate

program and complete eModules 1 and 2 by March 31, 2021, and eModules 3, 4 and 5 
within two weeks of receiving the invite from the Province.   

B. THAT Staff contact CABRO by February 23, 2021, to register Delta Board members for 
CABRO training eModules 1 and 2 and the remaining 3 when they become available. 

C. THAT the Delta Police Board members review the Surrey Police Board training material 
and video, at their own pace and time, within two months of its release date.  

D. THAT the Delta Police Board further review and consider training opportunities through 
Police Services as they become available.   

E. THAT the Delta Police Board re-evaluate training needs and priorities in the last quarter 
of 2021 and invite Paul Ceyssens, if required, within a $2,000 budget for the training. 

F. THAT the Delta Police Department approve Board member, Annette Garm, to take the 
five onBoard training courses and provide an evaluation and recommendations report to 
the Board upon completion, for the Board to further consider and decide on the pursuit of 
this opportunity for all Board members.  

G. THAT the Delta Police Department consider as many Board members as possible to 
attend the FIP training being organized by the Vancouver Police Board. 

 PURPOSE:
To inform and provide the Board with options for education and training opportunities, which will 
contribute to Board member development and, subsequently, assist in the Board's effective 
functioning.  

 DISCUSSION:
Training for Board members is integral for Board member development and, subsequently, in 
the Board's effective functioning. The education and training opportunities can also prepare 
Board members to deal with the complexities and current trends that Boards need to respond to 
and provide input on. Learning is an ongoing process, and education and training opportunities 
should be available for both new and seasoned Board members.  
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Previously, some Board members have received education and training through the Province, 
including courses from the Institute of Corporate Directors and Rotman School of Management. 
This training was well received and valued by Board members throughout BC but was 
unfortunately cancelled in early 2020. The Province is exploring and planning other training 
options. Additionally, other opportunities are available through private training institutions with 
subject matter experts delivering governance related content.  

There are numerous training opportunities for 2021, which should fulfill the Board’s education
and training needs. While some training programs have current availability for registration, 
others will be available later in 2021. Due to COVID-19, all of the proposed opportunities are 
currently available virtually, which is convenient and provides flexibility, in some cases where 
the training is self-paced.  

The opportunities listed below are being presented for the Board’s consideration to select ones 
that should be pursued. Although some members may have received previous training similar in 
nature to some of the proposed training, there is value in everyone participating in the training 
selected for 2021, where possible. This will allow consistency in applying the same skills and 
knowledge and promote dialogue and engagement between Board members.  

TRAINING THROUGH THE PROVINCE 

1. Education session with Police Services
The Board currently has an education session scheduled with Police Services for February 17,
2021. Vice-Chair, Angela Kaiser, spoke with David Pilling to determine the agenda, and the
following topics will be covered: Board responsibilities and role under the Police Act, service and
policy complaints, governance practices/strategies. Additionally, there will be a question and
answer portion for Board members to follow up with Police Services and speak about the
Special Committee on Reforming the Police Act.

Recommendation
No recommendation is required. The Board has previously been advised of and selected to
pursue this opportunity.

Cost Free  
Time Commitment 1 hour 
Completion Timeline February 17, 2021 

2. Governing in Public Interest (GPI) Training Program
Board member, Gurleen S. Sahota, brought the GPI training program to the Board’s attention
and it was also recently presented at a BCAPB meeting. GPI is organized and delivered through
the Crown Agencies and Board Resourcing Office (CABRO).

GPI is an online certificate training program and consists of five eModules, and utilizes a
combination of video, interactive exercises and case studies to increase participant’s knowledge
of best governance practices.

An enquiry was made to CABRO about program availability and registration process. The first
two eModules are currently available, and the remaining three will be available later this year.
To register, the Board would advise CABRO and Police Governance Unit the names and e-
mails of Board members who would like to receive the training. CABRO will e-mail an invite link
to Board members to self-register for the training, and they will have two weeks to complete the
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eModules 1 and 2. As additional eModules become available, Board members will be invited 
back to complete them within a two-week timeframe.  The program is recommended for all 
Police Board members by Police Services.  

The five eModules include: 
 Board Basics (available)
 Your Role as Board/Tribunal Member (available)
 Financial Governance (available March 2021
 Risk Management (available later in 2021)
 Human Resources (available later in 2021)

* See Attachment A for eModule description and further information.

Recommendation 
A) THAT the Delta Police Board members take the CABRO online training certificate program

and complete eModules 1 and 2 by March 31, 2021, and eModules 3, 4 and 5 within two 
weeks of receiving the invite from the Province.   

B) THAT Staff contact CABRO by February 23, 2021, to register Delta Board members for
CABRO training eModules 1 and 2 and the remaining 3 when they become available. 

Cost  Free  
Time Commitment 1-2 hours for eModule 1, 2 

3-4 hours for eModule 3, 4, 5 
Completion Timeline March 31, 2021 for eModule 1 and 2. Remaining 3 

eModules to be taken within two weeks of receiving 
the invite 

3. Surrey Police Board Training Material and Video
Police Services has additionally advised that the training delivered to the Surrey Police Board
was recorded and will be available for all BC Police Boards in the coming months. It would be
valuable for the Delta Police Board to review the training delivered to its neighbouring Police
Board. This will ensure that both Boards have the same understanding and framework for future
and potential collaboration for public safety in both cities.

Recommendation
C) THAT the Delta Police Board members review the Surrey Police Board training material and
video, at their own pace and time, within two months of its release date.

Cost Free  
Time Commitment 4-12 hours (exact length is currently unknown) 
Completion Timeline Within 2 months of being released  

4. Police Services Training
As stated earlier, ICD was cancelled in early 2020. Police Services has been exploring
alternative training options with local content that applies to the BC context. Police Services is in
the process of posting a Request for Proposal for this training. The training will focus on
delivering content for both new members and seasoned members.

Recommendation 
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D) THAT the Delta Police Board further review and consider training opportunities through
Police Services as they become available. 

Cost  TBA – could be per member or Board based. 
Time Commitment TBA 
Completion Timeline TBA  

OTHER TRAINING OPPORTUNITIES 

5. Paul Ceyssens – Subject Matter Expert (SME)
Mr. Paul Ceyssens is an SME in legal aspects of policing and governance matters. The
opportunity exists for the Board to arrange for a 3-4 hour training session with Mr. Ceyssens.
The session with Mr. Ceyssens can be customized to the Board’s training requirements and
priorities, within the limits of Mr. Ceyssens’ expertise.

Due to various other training opportunities, including through the Province, which plans to
release an ICD replacement, the Board may want first to consider the Police Services training
as it becomes available. This training will be available to all Police Boards, and there is value in
taking training that aligns with the training being delivered to our counterparts on other Boards.

In the last quarter of 2021, the Board can re-evaluate it’s training needs and priorities and
decide if Mr. Ceyssens should be invited. Should the Board decide to move forward with a
training session delivered by Mr. Ceyssens, a $2,000 training budget would be required.

Recommendation
E) THAT the Delta Police Board re-evaluate training needs and priorities in the last quarter of
2021 and invite Paul Ceyssens, if required, within a $2,000 budget for the training.

Cost $2,000  
Time Commitment 4 hours 
Completion Timeline Last quarter of 2021 

6. OnBoard Canada (Ryerson University)
onboard Canada (onBoard) is a program of the G. Raymond Chang School of Continuing
Education at Ryerson University. OnBoard provides governance-related training for Boards with
the goal of making public sector governance leadership more effective, inclusive and responsive
to the communities they serve.

OnBoard delivers five courses that include the latest information from SMEs on effective
governance leadership. They are online and self-paced.

The five courses include:
 Board Governance Fundamentals
 Effective Governance through the Stages
 Inclusive Leadership in Governance
 Embedding Diversity and Inclusion into an Organization
 Unconscious Bias and the Board

* See Attachment A for course descriptions and further information.

The cost ranges from $200-250 a course, with one course being free with registration and fee 
payment of other courses. The total cost per member for all five courses is $950 + taxes. 
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It is recommended that one Board member take the training and provide an evaluation and 
recommendations report to the Board to evaluate the training's value and relevancy. Upon 
receiving the evaluation and recommendations report, the Board can decide if all Board 
members should pursue the onBoard training opportunity.  

Unfortunately, registration is currently unavailable as the online learning platform is undergoing 
construction as onboard transitions to a new e-learning platform. An inquiry has been submitted 
to onBoard, requesting information completion time estimate and timelines for course availability 
in 2021. The Board will be kept apprised of updates as they are received. These courses are 
taken individually and can be spaced out over the year and even into 2022.  

Recommendation 
F) THAT the Delta Police Department approve Board member, Annette Garm, to take the five

onBoard training courses and provide an evaluation and recommendations report to the 
Board upon completion, for the Board to further consider and decide on the pursuit of this 
opportunity for all Board members.  

Cost  $950 + taxes for all 5 courses/per member 
Time Commitment 22-28 hours  
Completion Timeline TBA  

7. Vancouver Police Board – Fair and Impartial Policing (FIP) Training
In early 2019, the Vancouver Police Board (VPB) organized FIP training and extended the
opportunity to other municipal Boards to participate. The estimated cost per Board member was
$150, and a time commitment of 4-5 hours. However, due to COVID-19, the training was
cancelled The training is designed specifically for community members, allowing them to
experience a customized version of the FIP training that some Police Departments around BC
have implemented for their sworn personnel. This training is currently in place for Delta Police
Department officers.

Participants will:
 Learn about the modern science of bias and prejudice, including implicit bias
 Discuss how bias can manifest in law enforcement professionals and in community

members
 Acquire skills for reducing and managing bias.

*See Attachment B for more information.

Vice-Chair, Angela Kaiser, has learned the VPB is exploring the rescheduling of this training 
virtually. An enquiry was submitted to VPB requesting additional information and expressing 
Delta Police Board’s potential interest in participating in the training.  

VPB has confirmed that FIP training content is now available in online learning format and they 
are arranging for an online session for BC Police Boards. A seat will likely be available for one 
member from each Board with perhaps a few extra spots. Further information to follow once 
pricing information is available.  

The Board should consider registering one member to take this training when it becomes 
available and more if seating availability permits. The attending member can provide a review 
and update the Board after taking the course. The Board will be kept apprised of updates as 
they become available.  
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Recommendation 
G) THAT the Delta Police Department consider as many Board members as possible to attend

the the FIP training being organized by the Vancouver Police Board. 

Cost $150/Board member (estimate based on previous 
cost) 

Time Commitment 4-5 hours 
Completion Timeline TBA 

 IMPLICATIONS:
There are no current financial implications for opportunities 1, 2 and 3 (education session with 
Police Services, CABRO training program, Surrey Police Board training recording) from the 
Province. Opportunity 4 (new training program underway) could have associated costs with a 
registration fee per Board member or per Board. Further details to follow from the Province.  

The cost for Mr. Ceyssens to deliver training to the Board is $2,000. 

The cost per member for the onBoard training is $950 + taxes, and if all seven Board members 
were to pursue all five courses, the total cost would be $6,650 + taxes.  

The FIP training being organized through the Vancouver Police Board’s (VPB) training will 
involve a cost per Board member. The exact cost is not yet available. However, the projected 
cost based on the previous cost for in-person delivery could be $150.  This cost could be higher, 
however, due to the virtual nature and associated technical assistance required for virtual 
events.  

A budget for Board education does not currently exist. However, for 2022 and onwards, the 
Finance Committee will be establishing a separate line item for Board education. Education will 
be considered separate from costs such as travel and accomodation costs for conferences and 
other events Board members attend.  

For 2021, any and all of the recommendations can be afforded within the existing DPD budget 
and required funds can be transferred to the Board budget. It is also important to consider that 
in 2020, there were cost savings as the Board budget did not accrue the typical costs 
(flights/travel, accommodations, per diems, some conference registration fees) associated to the 
CAPG and BCAPB conferences as they were delivered virtually. Moreover, with at least the 
BCAPB conference being virtual this year (and registration being free) and most likely the 
CAPG conference as well, there will be further cost savings for the 2021 year which can be 
used for Board education.  

 RELATED POLICY:
There is no policy associated to this report. 

 CONCLUSION:
Education and training opportunities for the Delta Police Board are key in Board member 
development and effective functioning of the Board. Seven training opportunities have been 
presented for the Board’s consideration and for the Board to decide which recommendations 
are to be approved and pursued further.  
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This education and training proposal covers a wide range of training opportunities that should 
be sufficient for 2021. It is also important to realize that other opportunities through the Province 
and partner Police Boards may arise as the year progresses, and those should be considered 
accordingly.  

 ATTACHMENTS:
A. onBoard Course Descriptions
B. FIP Training Information

Respectfully Submitted: 

Annette Garm, RN, BSN, MALS, MN, CGN(C), EXTRA Fellow 
Board Member, Delta Police Board  
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This training session is designed specifically for community members, although law enforcement agencies 

are encouraged to include sworn personnel in this training to enhance the dialogue and discussions with 

community members.  This training reflects a science-based approach to understanding human biases and 

prejudices; it is about how our minds work and how to most effectively make unbiased decisions. This 

training is relevant for ALL individual—community members and officers alike.  Specifically, the purpose of 

this training is to: (1) enhance community members’ understanding of the FIP training that the department 

is/will be getting and the law enforcement perspective and (2) apply the concepts of the FIP training to their 

own lives and decision-making.  

Training Agenda 

5:30 pm – 5:50 pm Welcome Remarks   

5:50 pm – 6:30 pm Module 1: Introduction to the Fair and Impartial Policing Perspective 

6:30 pm – 8:10 pm Module 2: The Science of Human Bias 

8:10 pm – 9:20 pm Module 3: Skills for Addressing Our Implicit Biases 

9:20 pm – 9:30 pm Closing Comments, Evaluations, Adjourn 

Fair & Impartial Policing: A Science-
Based Perspective  

Community Members’ Training

AGENDA 
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INTRODUCTION 


 


As explained in the report, this section includes a description of a variety of models adopted by 


different jurisdictions in the US and Canada to respond to non-emergent calls or part of the calls that 


we have classified as non-emergent (for the most part, mental health-related cases). We have grouped 


the different models in four categories: a) crisis diversion teams acting as second responders; b) crisis 


diversion teams acting as first responders; c) PACT teams (which include first and second responders 


with different comprehensiveness levels of service provision); d) CAHOOT-like teams 


(multidisciplinary –without a law enforcement official– that respond to calls related to mental health, 


homelessness and, sometimes, socially isolated persons); and e) the Albuquerque model, which 


envisions the creation of a new agency (separate from the three already responding to 911 calls) to 


provide a community-driven, public health approach to public safety.  
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1. CRISIS DIVERSION TEAMS ACTING AS SECOND RESPONDERS 


 


The model of crisis diversion teams responding uniquely to mental health-related calls after a referral 


from a first-responder agency is pretty common both in the US and Canada. Three examples were 


selected in this report.  


 


1.1 MHMCT (Mental Health Mobile Crisis Team)  


Halifax, Nova Scotia. Canada.  


Population: 403,000.  
 


- Service areas: mental health. 


- Service description: The MHMCT is a cooperative, co-response model for assisting people who 


are experiencing a mental health crisis. The program offers telephone intervention and mobile 


response in areas served by the Halifax Regional Police.  


- Hours of operation: the crisis line operates 24/7 and MHMCT teams offer a response from 1 p.m. 


to 1 a.m. 


- Dispatch pathway: MHMCT are not dispatched directly from 911. They respond to calls from the 


crisis line and accept referrals from the police service (20-25% of all the calls they respond to). 


- 911 First responder: no. 


- If crime in progress or violence involved: a regular police unit is dispatched. 


- Team components: teams are composed by two (2) members: a uniformed police officer and a 


mental health professional.   


- Organization and funding: the primary expenditure associated with the MHMCT is the ongoing 


cost of human resources required to staff the unit. The funding agreement for staffing is outlined in 


a memorandum of understanding signed by all partners. The Capital Health Mental Health Program 


provides annual funding for half of the cost of the four police officer positions. The Halifax 


Regional Police provides the four officers and two unmarked vehicles, including gas and 


maintenance. As part of the partnership, the MHMCT provides mental health training to Halifax 


Police Services at no charge.    


- Reported results: the initiative conducts over 1,000 interventions per month and has reduced the 


number of police calls for issues related to mental health.  


 


References: 


- Mental health crisis support in Halifax [Internet]. Halifax.ca. 2020 [cited 1 August 2020]. Available from: 


https://www.halifax.ca/fire-police/police/programs-services/mental-health-crisis-support-halifax 


- Mental Health Mobile Crisis Team (Synopsis) [Internet]. Publicsafety.gc.ca. 2020 [cited 1 August 2020]. Available 


from: https://www.publicsafety.gc.ca/cnt/cntrng-crm/plcng/cnmcs-plcng/ndx/snpss-en.aspx?n=59 


- Mental Health Mobile Crisis Team (MHMCT) : Central Nova Scotia, NS : eMentalHealth.ca [Internet]. 


eMentalHealth.ca Resource Directory. 2020 [cited 1 August 2020]. Available from: 


https://www.ementalhealth.ca/index.php?m=record&ID=10508 


- What to do if Someone is in Crisis - Nova Scotia Division [Internet]. Nova Scotia Division. 2020 [cited 1 August 2020]. 


Available from: https://novascotia.cmha.ca/cast-program/cast-net/what-to-do-if-someone-is-in-crisis/ 
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1.2 MCIT (Mobile Crisis Intervention Team) 


Toronto, Ontario. Canada.  


Population: 2,731,000.  
 


- Service areas: mental health. 


- Service description: MCITs provide immediate on-site clinical assessment of persons living with 


mental health conditions in crisis and attempt to stabilize and defuse these episodes. They also assist 


in removing the individual from serious harm to themselves or others and provide supporting 


counseling as needed. Finally, they arrange appropriate mental health treatment through referrals 


to an appropriate agency or apprehension under the Mental Health Act and coordinate and facilitate 


transportation to the hospital emergency department if further psychiatric and medical assessment 


is required.  


- Hours of operation: MCITs operates seven days a week from 12 p.m. to 10 p.m. 


- Dispatch pathway: MCITs always respond to referrals from regular police units as second 


responders.   


- 911 First responder: no. 


- If crime in progress or violence involved: a regular police unit is dispatched. 


- Team components: MCITs are staffed with teams of two (2) formed by a mental health nurse from 


the Michael Garron Hospital and a specially trained police officer.  


- Organization and funding: MCITs are a collaborative partnership between Michael Garron 


Hospital and Toronto Police Servie.  


- Observations: The MCIT is part of a broader local program, the Community Crisis Response 


Program (CCRP), which also includes Mobile Crisis Response Teams and FOCUS Toronto, a 


collaborative risk-driven approach to community safety and wellbeing that aims at reduce risk, 


harm, crime, victimization and improve community resiliency and wellbeing.  


 


References:  


- FOCUS Toronto [Internet]. City of Toronto. 2020 [cited 1 August 2020]. Available from: 


https://www.toronto.ca/community-people/public-safety-alerts/community-safety-programs/focus-toronto/ 


- Community Crisis Response Program (CCRP) [Internet]. City of Toronto. 2020 [cited 1 August 2020]. Available from: 


https://www.toronto.ca/community-people/public-safety-alerts/community-safety-programs/community-crisis-


response-program/ 


- Mobile crisis response teams [Internet]. Toronto.ca. 2020 [cited 1 August 2020]. Available from: 


https://www.toronto.ca/311/knowledgebase/kb/docs/private/policies-procedures/mobile-crisis-response-teams.html 


- Mobile Crisis Intervention Team (MCIT) | Michael Garron Hospital, Toronto East Health Network (MGH/TEHN) 


[Internet]. Tehn.ca. 2020 [cited 1 August 2020]. Available from: https://www.tehn.ca/programs-services/mental-health-


addiction/mobile-crisis-intervention-team-mcit 


 


 


 


 


 


 


 


 


 


 


 


 


 


 



https://www.toronto.ca/community-people/public-safety-alerts/community-safety-programs/community-crisis-response-program/

https://www.toronto.ca/community-people/public-safety-alerts/community-safety-programs/community-crisis-response-program/
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1.3 EMCOT (Expanded Mobile Crisis Outreach Team) 


Austin, Texas. US.  


Population: 978,000.  
 


Summary: mobile crisis intervention unit with no law enforcement official that acts as a 4th dispatchable 


option (through 911) for calls involving mental health crisis or calls related to persons in a situation of 


homelessness.  
 


- Service areas: mental health and homelessness.  


- Service description: EMCOT connects people, on a voluntary basis, to treatment appropriate for 


psychiatric crises (community based, residential or inpatient services) and provides follow-up 


services for up to 90 days, diverting them from emergency rooms. The service aims to improve the 


health outcomes of these patients and to ensure that first responders can return to the tasks they are 


best skilled to perform with a shorter delay.   


- Hours of operation: EMOCT provides 24/7 service. 


- Dispatch pathway: EMCOT teams are dispatched directly from the 911 call center together with 


an EMS ambulance or a regular police unit if there is sense of imminent death or harm to self or 


others. EMCOT is automatically dispatched just to psych calls that are determined to be priority 5 


or lower. They also receive referrals from Central Booking Counseling Staff and Travis County 


Correctional Complex to connect individuals post-release to services in order to prevent future 


engagement with the criminal justice system.  


- 911 First responder: yes (if priority of the call is 5 or lower). For the most part, they are dispatched 


as a co-response with EMS and the police department –when there is uncertainty about the risk the 


situation may entail–.  


- If crime in progress or violence involved: a regular police unit is dispatched together with an 


EMCOT team.   


- Team components: teams are composed by two (2) mental health counselors. .   


- Organization and funding: EMCOT 


- Reported results: EMCOT has reported a diversion arrest rate of 98.7%, an involuntary placement 


diversion rate of 93.3% and a reduction of 75.1% of emergency room admissions and ambulance 


transports in the group of people they serve. The team was dispatched 3,182 times in 2019. 


 


References:  


- Depth N. ‘If the Police Aren’t Needed, Let’s Leave Them Out Completely’ - New Mexico In Depth [Internet]. New 


Mexico In Depth. 2020 [cited 10 August 2020]. Available from: http://nmindepth.com/2020/06/24/if-the-police-arent-


needed-lets-leave-them-out-completely/ 


- Mobile Crisis Outreach Team. Integral Care Crisis Services. Government of Austin -Texas. [Internet]. New Mexico. 


2020 [cited 10 August 2020]. Available from: https://www.austintexas.gov/edims/document.cfm?id=302634 


- Bernd C. 911 Services That Dispatch Mental Health Counselors, Not Cops, Gain Traction [Internet]. Truthout. 2020 


[cited 10 August 2020]. Available from: https://truthout.org/articles/911-services-that-dispatch-mental-health-


counselors-not-cops-gain-traction/ 


 
 


 


 


 


 


 


 


 


 



http://nmindepth.com/2020/06/24/if-the-police-arent-needed-lets-leave-them-out-completely/

http://nmindepth.com/2020/06/24/if-the-police-arent-needed-lets-leave-them-out-completely/

https://www.austintexas.gov/edims/document.cfm?id=302634
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2. CRISIS DIVERSION TEAMS ACTING AS FIRST RESPONDERS 


 


2.1 RIGHT Care  


Dallas, Texas. US.  


Population: 1,343,000.  
 


Summary: mobile crisis intervention unit with a law enforcement official that acts as a 4th dispatchable 


option (through 911) for calls involving mental health crisis or non-emergent issues affecting persons 


in a vulnerable situation.  
 


- Service areas: non-emergent calls related to mental health (for the most part), other health issues, 


and substance abuse, intoxications, socially isolated persons and homelessness.  


- Service description: RIGHT Care aims at providing a comprehensive response to calls involving 


behavioral health issues (specially, for socially isolated persons and individuals in vulnerable 


situations). The goals of the program are to reduce 911 calls and to save ambulances for the most 


urgent calls.  


- Hours of operation: RIGHT Care operated 16 hours per day, seven days a week.  


- Dispatch pathway: RIGHT Care teams are dispatched directly from the 911 call center. A Parkland 


mental health clinician is housed in the 911 call center to triage and serve as a liaison to the program.  


- 911 First responder: yes.  


- If crime in progress or violence involved: a regular police unit is dispatched instead and a RIGHT 


Care team may respond as second responder.  


- Team components: teams are composed by three (3) members: a specially trained police officer, a 


paramedic and a mental health professional.  


- Organization and funding: RIGHT Care is a program from Dallas Fire Rescue Department in 


partnership with The Meadows Mental Health Policy Institute, Dallas Police Department and 


Parkland Health and Hospital System.   


- Observations: RIGHT Care is an expansion of the Community Paramedic program in the city, that 


showed a 82% reduction of 911 calls from patients EMS used to visit at home. This program 


employs Dallas Fire Rescue community paramedics to focus on chronically ill patients and those 


recently discharged from a local hospital. Paramedics evaluate medical needs, teach enrolled 


patients ways to better manage their health and provide them with referrals to necessary services.  
 


References:  


- News & Updates | Parkland Health & Hospital System [Internet]. Parklandhospital.com. 2020 [cited 12 August 2020]. 


Available from: https://www.parklandhospital.com/news-and-updates/right-care-team-responds-to-mental-health-crisis-


c-1488 


- Dallas launches coordinated response program for behavioral health calls. [Internet]. Texasstateofmind.org. 2020 [cited 


12 August 2020]. Available from: https://www.texasstateofmind.org/wp-content/uploads/2018/04/01.22-


RIGHTCareTeam_PressRelease_FMT_FINAL2.pdf 


- Memorandum – Right Care Pilot Program[Internet]. Dallascityhall.com. 2020 [cited 12 August 2020]. Available from: 


https://dallascityhall.com/government/Council%20Meeting%20Documents/pscj_3_right-care-pilot-


program_combined_121117.pdf 


- Right Care Program to Help Mentally Ill in Dallas [Internet]. NBC 5 Dallas-Fort Worth. 2020 [cited 10 August 2020]. 


Available from: https://www.nbcdfw.com/news/local/right-care-program-to-help-mentally-ill-in-dallas/16499/ 


- Dallas forms multidisciplinary teams to respond to 911 calls[Internet]. Results4america.org. 2020 [cited 10 August 


2020]. Available from: https://results4america.org/wp-content/uploads/2018/12/DallasCaseStudy_FINAL-1.pdf 


- Right Care Program to Help Mentally Ill in Dallas [Internet]. NBC 5 Dallas-Fort Worth. 2020 [cited 10 August 2020]. 


Available from: https://www.nbcdfw.com/news/local/right-care-program-to-help-mentally-ill-in-dallas/16499/ 


- Dallas MIH-CP Program Reduces Enrolled Patients' Calls by 82% [Internet]. EMS World. 2020 [cited 10 August 


2020]. Available from: https://www.emsworld.com/article/12207169/dallas-mih-cp-program-reduces-enrolled-patients-


calls-by-82 


- Dallas Fire and Rescue Touts Community Paramedicine Program [Internet]. EMS World. 2020 [cited 10 August 2020]. 


Available from: https://www.emsworld.com/news/12069163/dallas-fire-and-rescue-touts-community-paramedicine-


program 



https://www.nbcdfw.com/news/local/right-care-program-to-help-mentally-ill-in-dallas/16499/
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2.2 MCRRT (Mobile Crisis Rapid Response Teams)  


Hamilton, Ontario. Canada.  


Population: 748,000.  
 


Summary: mobile crisis intervention unit with a law enforcement official that acts as a 4th dispatchable 


option (through 911) for calls involving mental health crisis or persons living with a mental health 


condition.   
 


- Service areas: mental health, substance abuse and intoxications.  


- Service description: MCRRT teams offer mental health assistance and counseling to persons in a 


situation of crisis. Police officers are part of the team “to keep those at the call safe and present 


different ways to approach and defuse the problem, allowing mental health professionals to use 


their skills and expertise appropriate).  


- Hours of operation: MCRRT teams operate seven days a week, from 10 a.m. to 1 a.m. 


- Dispatch pathway: MCRRT teams are dispatched directly from the 911 call center as first 


responders if the call is related to a mental health crisis or involves a person living with a mental 


health condition, intoxicated or dealing with substance abuse.   


- 911 First responder: yes.  


- If crime in progress or violence involved: a regular police unit is dispatched instead and an 


MCRRT may respond as second responder.  


- Team components: teams are composed by two (2) members: a uniformed police officer and a 


mental health worker.   


- Organization and funding: The MCRRT program is a collaboration between St. Joseph’s 


Healthcare Hamilton and Hamilton Police.   


- Reported results: the teams responded to 2,549 people in crisis in 2019. Of those, 722 were taken 


to a hospital. Before MCRRT, the apprehension rate was 75.4%, which dropped to 22% in 2019.  


- Observations: MCRRT teams, as opposed to COAST (Crisis Outreach and Support Teams) teams 


(also present in the city and in the regional municipality of Halton), are dispatched directly from 


911 as first responder. The COAST program, which is a partnership between Halton Regional 


Police and the Canadian Mental Health Association –and is funded by the Ministry of Health– 


provides a response to calls on the crisis line (and referrals from other agencies in the city –mostly 


911 firs-responders–) that involve persons living with a mental health condition in a situation of 


crisis. The COAST mobile team, that operates 24/7, consists of a crisis intervention worker and a 


specially trained, plain-clothed police officer. They assess the situation, provide a mental health 


status exam and develop a follow-up plan that may include linking the individual with additional 


community organizations, as well as and 3 to 5 days active support.  


 


References:  


- Mobile Crisis Rapid Response Team | News [Internet]. St. Joseph's Healthcare Hamilton. 2020 [cited 23 July 2020]. 


Available from: https://www.stjoes.ca/our-stories/news/~1536-Mobile-Crisis-Rapid-Response-Team 


- Crisis Outreach and Support Team (COAST) [Internet]. Haltonpolice.ca. 2020 [cited 23 July 2020]. Available from: 


https://www.haltonpolice.ca/services/coast/index.php 


- COAST Program - Crisis Outreach and Support Team [Internet]. Connexontario.ca. 2020 [cited 23 July 2020]. 


Available from: https://www.connexontario.ca/mental-health-service-oakville-18134 


- Peel police and crisis workers partner on rapid response team for mental health emergencies [Internet]. thestar.com. 


2020 [cited 23 July 2020]. Available from: https://www.thestar.com/news/gta/2020/02/04/peel-police-and-crisis-


workers-partner-on-rapid-response-team-for-mental-health-emergencies.html 


- Hamilton’s mobile crisis response unit data gap an open question [Internet]. thespec.com. 2020 [cited 23 July 2020]. 


Available from: https://www.thespec.com/news/hamilton-region/2020/07/16/hamiltons-mobile-crisis-response-unit-


data-gap-an-open-question.html 


- Hamilton police send mental health pros to the front lines with cops | CBC News [Internet]. CBC. 2020 [cited 23 July 


2020]. Available from: https://www.cbc.ca/news/canada/hamilton/headlines/hamilton-police-send-mental-health-pros-


to-the-front-lines-with-cops-1.3024000 
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2.3 Car 87, AOT (Assertive Outreach Teams)  and ACT (Assertive Community Treatment) teams  


Vancouver, British Columbia. Canada.  


Population: 631,000.  
 


Summary: mobile crisis intervention unit with a law enforcement official that acts as a 4th dispatchable 


option (through 911) for calls involving mental health crisis or persons living with a mental health 


condition and/or substance abuse.   
 


- Service areas: mental health and substance abuse.  


- Service description: Car 87 provides on-site assessment and management of situations involving 


a mental health crisis and decides about the most appropriate action, which may include referrals 


for community-based mental health follow-up or emergency intervention. AOT and ACT are aimed 


at reducing harm to persons living with a mental health condition and to the community, as well as 


at reducing these persons’ involvement with the criminal justice system, law enforcement and 


emergency health services. AOT teams provide short-term transitional support for clients with 


moderate to severe substance abuse and/or mental health issues as they go from hospital or jail to a 


community service provider. The persons they serve are often experiencing challenges living in the 


community and have a history of police involvement. ACT teams are full-service mental health 


programs providing “wrap-around” care. Their goal is to provide longer-term psychological support 


to prepare clients for a successful transition to community-based care.  


- Hours of operation: crisis line operates 24/7. 


- Dispatch pathway: Car 87 can be reached via the Access and Assessment Centre’s 24’s hours 


crisis line or via 911.  


- 911 First responder: yes. 


- If crime in progress or violence involved: a regular police unit is dispatched and Car 87 may act 


as a second responder. 


- Team components: car 87 is staffed with a team of two (2) formed by a police officer and a 


registered nurse.  


- Organization and funding: car 87 is a partnership between the Vancouver Police Department and 


Vancouver Coastal Health’s Access and Assessment Centre’s Crisis Response Team. The 


Vancouver’s Police Department’s Mental Health Unit (an umbrella for AOT and ACT teams) is a 


partnership between the Vancouver Police Department and Vancouver Coastal Health Authority. 


- Reported results: the initiative reports to have reduced the average stay of patients in mental health 


facilities and emergency room visits of patients living with mental health conditions.  


- Observations: In addition to Car 87, the Access and Assessment Centre operates a telephone crisis 


line where nurses assist callers in crisis, provide information pertaining to resources and triage 


situations to the appropriate resources: Car 87, ambulance or police as requires. 


 


References:  


- Assertive Community Treatment and Assertive Outreach Treatment. [Internet]. Cchl-ccls.ca. 2020 [cited 25 July 2020]. 


Available from: https://www.cchl-ccls.ca/document/1125/BCLM_Slides_Jan_30_2015_Seethapathy.pdf 


- Mental Health Unit | Vancouver Police Department [Internet]. Vancouver.ca. 2020 [cited 25 July 2020]. Available 


from: https://vancouver.ca/police/organization/investigation/investigative-support-services/youth-services/mental-


health.html 


- Car 87 (Vancouver Police Department) - BC Schizophrenia Society [Internet]. BC Schizophrenia Society. 2020 [cited 


25 July 2020]. Available from: https://www.bcss.org/family-advocacy/car-87-vancouver-police-department/ 


- Pathway to Wellness: Vancouver Police and health care team up to help people living with mental illness | Vancouver 


Police Department [Internet]. Mediareleases.vpd.ca. 2020 [cited 25 July 2020]. Available from: 


https://mediareleases.vpd.ca/2018/06/28/pathway-to-wellness-vancouver-police-and-health-care-team-up-to-help-


people-living-with-mental-illness/ 
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3. PACT MODEL 


 


PACTs (Police Crisis Response Teams) are included as a different category in this classification for 


three main reasons: a) there is heterogeneity regarding the dispatch pathway in each city:  some PACT 


teams act as first responders and some others as second responders; b) all of them include a police 


officer as part of the team (which differentiates them from some mental crisis units previously 


described); and c) the PACT model has been implemented in many cities in Canada under this acronym. 


 


3.1 PACT Saskatoon (+ Mobile Crisis Service) 


Saskatoon, Saskatchewan. Canada.  


Population: 246,000.  


 


Summary: mobile unit with a law enforcement official that acts as a 4th dispatchable option for some 


911 calls related to mental health crisis and substance abuse. They also accept referrals from regular 


police units and respond to calls to the mental crisis line.  
 


- Service areas: mental health, intoxications, drug consumption.  


- Service description: PACT Saskatoon help direct individuals with mental health issues to the 


appropriate services. They serve individuals with mental health issues and provide real-time 


response to mental health crisis events. Follow-ups are often conducted to ensure the recipient is no 


longer in crisis or in a situation that may trigger a crisis.  


- Hours of operation: from 7.00 a.m. to 1 a.m., 7 days a week.  


- Dispatch pathway: dispatched to 911 (through the Police Service) for those calls related to mental 


health crisis. They accept referrals from the Saskatoon Police Service and the Saskatoon Crisis 


Intervention Center.  


- 911 First responder: yes.  


- If crime in progress or violence involved: a regular law enforcement unit is dispatched instead. 


- Team components: teams of two (2) made up of a uniformed police officer (who has received 


some extra training regarding mental health and first aid) and a crisis worker from the provincial 


health authority.  


- Funding and organization: PACT Saskatoon is a partnership between the Saskatoon Police 


Service, the Saskatoon Crisis Intervention Service and the Saskatoon Health and Region’s Mental 


Health and Addiction Services.  


- Reported results: the program respond to an average of five calls a day and has reported to reduce 


the number of arrests for disturbances due to a psychosocial crisis, to decrease the volume and 


length of avoidable mental health emergency-room visits, to strengthen the community supports of 


PACT recipients and to increase the proportion of persons living with mental health conditions with 


the appropriate caregivers.  


- Observations: apart from PACT teams, in Saskatoon there is also a Mobile Crisis Service that 


offers in-person mobile assistance to persons in mental health crisis. These teams are formed by a 


mental health professional and a crisis worker (with no law enforcement official).  


 


References:  


- Police and Crisis Team (PACT) [Internet]. Saskatoonpolice.ca. 2020 [cited 5 July 2020]. Available from: 


https://saskatoonpolice.ca/pact/ 


- 24 Hour Mobile Crisis [Internet]. Saskatoon Crisis Intervention Service. 2020 [cited 5 July 2020]. Available from: 


https://saskatooncrisis.ca/services/24-hour-mobile-crisis/ 


- New PACT to benefit Saskatoon mental health patients [Internet]. Global News. 2020 [cited 5 July 2020]. Available 


from: https://globalnews.ca/news/1419243/new-pact-to-benefit-saskatoon-mental-health-patients/ 


- See Support document 7: Western Canada PACT Teams.  
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3.2 PACT Regina 


Regina, Saskatchewan. Canada.  


Population: 215,000.  
 


Summary: mobile crisis unit with a law enforcement official that acts as a second responder to referrals 


related to mental health crisis and substance abuse.  
 


- Service areas: mental health and substance abuse.  


- Service description: PACT Regina aims to help create a better outcome for individuals and 


families who live with a mental health condition. They respond to situations requiring immediate 


attention, provide consultation to patrol members and offer connection services to individual 


attended by regular patrols and, sometimes, assist and attend to emergency rooms for people in 


crisis. They also provide information and assist in accessing community services and resources: 


PACT Regina teams offer advice on how to obtain a mental health warrant, how to get a youth 


detoxification warrant and how to navigate the healthcare system.  


- Hours of operation: 8 a.m. to 8 p.m. seven days a week (2 teams).  


- Dispatch pathway: PACT Regina teams respond to referrals from the police service or calls from 


the crisis line (direct number to PACT teams). They also attend calls from detention centers and 


community partners.  


- 911 First responder: no.  


- If crime in progress or violence involved: no PACT unit is dispatched. A regular unit of the 


Regina Police Service deals with the call instead.  


- Team components: teams of two (2) made up of a uniformed police officer and a health region 


registered social worker or mental health professional.  


- Funding and organization: PACT Regina is a partnership between the Regina Police Service and 


the Saskatchewan Health Authority.  


- Reported results: PACT receives 140 to 190 calls a month. In 2019, PACT was involved in 1783 


cases and referred 380 persons to mental health services (67 to the hospital, 154 were diverted from 


the emergency room and 44 diverted arrest as a result of PACT’s involvement).  


 


References: 


- Service R, Division C. PACT [Internet]. Regina Police Service. 2020 [cited 6 July 2020]. Available from: 


http://reginapolice.ca/about-us/community-services/pact/ 


- 'The right response at the right time': How the PACT Unit is helping police manage mental health calls [Internet]. 


Regina. 2020 [cited 6 July 2020]. Available from: https://regina.ctvnews.ca/the-right-response-at-the-right-time-how-


the-pact-unit-is-helping-police-manage-mental-health-calls-1.4786883 


- PACT is the Real Deal [Internet]. Rqhealth.ca. 2020 [cited 6 July 2020]. Available from: http://www.rqhealth.ca/news-


items/pact-is-the-real-deal 


- See Support document 7: Western Canada PACT Teams.  


 
 


 


 


 


 


 


 


 


 


 


 



http://www.rqhealth.ca/news-items/pact-is-the-real-deal

http://www.rqhealth.ca/news-items/pact-is-the-real-deal





 11 


3.3 PACT Edmonton and Edmonton Crisis Diversion Team 


Edmonton, Alberta. Canada.  


Population: 972,000.  
 


Summary: mobile crisis unit with a law enforcement official that acts as a 4th dispatchable option for 


some 911 calls related to mental health crisis and substance abuse (and also for calls reaching the crisis 


line). The Crisis Diversion Team (CDT) is a mobile unit that does not include a law enforcement officer 


that respond to non-emergent calls as a second responder (from police and EMS) and as a first responder 


when dispatched by 211.  
 


- Service areas:  


o PACT: mental health and substance abuse. 


o CDT: non-emergent issues affecting persons living in a situation of vulnerability (mostly 


homelessness).  


- Service description:  


o PACT Edmonton responds to calls related to patients in mental health crisis or with 


substance abuse problems. They provide in-person assistance and do mental health 


warrants if available.  


o The CDT responds to a wider variety of calls, but mostly related to homelessness, offering 


in-person assistance, assessing the needs of the individuals and connecting them with the 


proper services.   


- Hours of operation: PACT: working hours and evenings; CDT: 24/7.  


- Dispatch pathway: PACT Edmonton teams (6) receive calls from 911, the Edmonton Police 


Service and the crisis line. They triage and prioritize their own calls.  The CDT receives referrals 


from the agencies responding to 911 calls and is being dispatched by 211.  


- 911 First responder: yes (PACT). The CDT acts as a 211 first responder.  


- If crime in progress or violence involved: a regular police unit is dispatched.   


- Team components: PACT teams of two (2) made up of a uniformed police officer and a mental 


health professional, a social worker or a psychiatric nurse. Members of the CDT have different 


backgrounds and work either at Boyle Street Community Services or HOPE Mission Edmonton.   


- Funding and organization: PACT Edmonton is a partnership between Alberta Health Services 


and The Edmonton Police Service. The Crisis Diversion Team is a partnership between Boyle Street 


Community Service, the Canadian Mental Health Association (211 Program), HOPE Mission and 


REACH Edmonton. 


- Reported results: PACT teams have reported to divert 70% of the calls that used to arrive at ERs. 


 


References:  


- 24/7 Crisis Diversion – REACH Edmonton [Internet]. Reachedmonton.ca. 2020 [cited 7 July 2020]. Available from: 


https://reachedmonton.ca/initiatives/24-7-crisis-diversion/ 


- Mental Health [Internet]. Edmontonpolice.ca. 2020 [cited 7 July 2020]. Available from: 


https://www.edmontonpolice.ca/CommunityPolicing/FamilyProtection/MentalHealth 


- 'This isn’t about being in trouble, this is, how can we help?': EPS unit pairs officers with mental health workers 


[Internet]. Edmonton. 2020 [cited 7 July 2020]. Available from: https://edmonton.ctvnews.ca/this-isn-t-about-being-in-


trouble-this-is-how-can-we-help-eps-unit-pairs-officers-with-mental-health-workers-1.5000756 


- Edmonton Police Services (EPS) Police and Crisis Team (PACT) helps treat those affected with mental health illnesses 


[Internet]. Edmonton Sun. 2020 [cited 7 July 2020]. Available from: https://edmontonsun.com/2014/06/20/edmonton-


police-services-eps-police-and-crisis-team-pact-helps-treat-those-affected-with-mental-health-illnesses 


- See Support document 7: Western Canada PACT Teams.  
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3.4 PACT Calgary (+Alphahouse Calgary) 


Calgary, Alberta. Canada.  


Population: 1,285,000.   
 


Summary: mobile crisis unit with a law enforcement official that acts as a second responder to referrals 


related to mental health crisis and substance abuse.  
 


- Service areas: mental health and substance abuse.  


- Service description: PACT Calgary teams (4) assist persons with serious mental health issues who 


have come into contact with the law. PACT typically responds to incidents involving people 


experiencing a mental health, addiction or psychosocial crisis and when they are a danger to 


themselves or others.  


- Hours of operation: 6 a.m. to 1 a.m. seven days a week.  


- Dispatch pathway: PACT Calgary, fort the most part, respond to Calgary Police Service requests 


to assist on calls that are mental health related. PACT also have a direct phone line and also respond 


to referrals from addiction and mental services and shelter services.  


- 911 First responder: no.  


- If crime in progress or violence involved: no PACT unit is dispatched. The Calgary Police Service 


deals with the call instead.  


- Team components: teams of two (2) made up of a uniformed police officer and a mental health 


worker, a social worker or a nurse.  


- Funding and organization: PACT Calgary is a partnership between the Calgary Police Service 


and Alberta Health Services.   


- Reported results: PACT Calgary refers that in 73% of dispatches, the individual in crisis is 


successfully linked with the appropriate services.  


- Observations: Alpahouse in Calgary, a program independent from PACT teams offer different 


outreach services aimed at engaging persons in vulnerable situations into services, but also at 


reducing the impact of intoxication and homelessness on the broader community and public 


systems. Alpahouse runs the Downtown Outreach Addictions Partnership (DOAP) Team (a mobile 


diversion response service to street intoxications), the Encampment Team (that help people in a 


situation of homelessness to access shelter, detox and housing services) and the Needle Response 


Team (that cleans up needle and needle debris on public and private property).  


  


References: 


- Vulnerable persons in Calgary [Internet]. Calgary.ca. 2020 [cited 8 July 2020]. Available from: 


https://www.calgary.ca/cps/community-programs-and-resources/vulnerable-persons/vulnerable-persons.html 


- PACT Teams in Calgary [Internet]. Calgary.ca. 2020 [cited 8 July 2020]. Available from: 


http://bcm.connexontario.ca/Resource%20Library/Policing/Crisis%20Program%20Models/Calgary%20Police%20and


%20Crisis%20Team%20(PACT)%202011-05.pdf%20%20https://alphahousecalgary.com/how-we-help/outreach/ 


- See Support document 7: Western Canada PACT Teams.  
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3.5 PACT Kelowna 


Kelowna, British Columbia. Canada.  


Population: 142,000.   
 


Summary: mobile crisis unit with a law enforcement official that acts as a second responder to referrals 


related to mental health crisis and substance abuse.  
 


- Service areas: mental health and substance abuse.  


- Service description: PACT Kelowna teams act as crisis intervention units that provides an 


enhanced community response to people experiencing a mental health and/or a substance use crisis.  


- Hours of operation: 8 hours a day, 5 days a week.   


- Dispatch pathway: PACT teams patrol the street and respond to calls direct to their phone line and 


to referrals from regular police units.   


- 911 First responder: no.  


- If crime in progress or violence involved: no PACT unit is dispatched. The Kelowna Police 


Service deals with the call instead.  


- Team components: teams of two (2) made up of a uniformed police officer and a psychiatric nurse.  


- Funding and organization: PACT Kelowna is a partnership between the Kelowna Police Service 


and Interior Health.    


 


References:  


- New Police and Crisis Team for Kelowna. [Internet]. Interiorhealth.ca. 2020 [cited 8 July 2020]. Available from: 


https://www.interiorhealth.ca/AboutUs/MediaCentre/NewsReleases/Documents/New%20police%20and%20crisis%20t


eam%20for%20Kelowna.pdf 


- Kelowna now has a mobile police and crisis team [Internet]. KelownaNow. 2020 [cited 8 July 2020]. Available from: 


https://www.kelownanow.com/watercooler/health/news/Health/17/03/28/Kelowna_now_has_a_mobile_police_and_cris


is_team/ 


- Kelowna RCMP team up with psychiatric nurse for mental health calls | CBC News [Internet]. CBC. 2020 [cited 8 July 


2020]. Available from: https://www.cbc.ca/news/canada/british-columbia/kelowna-rcmp-team-up-with-psychiatric-


nurse-for-mental-health-calls-1.4046746 
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4. CAHOOTS MODEL 


 


4.1 CAHOOTS (Crisis Assistance Helping Out On The Streets) 


Eugene, Oregon (and Eugene-Springfield Metro area). US.  


Population: 172,000.  
 


Summary: mobile crisis intervention unit with no law enforcement official that acts as a 4th dispatchable 


option (through 911) for calls involving mental health crisis or calls related to persons in a situation of 


homelessness.  
 


- Service areas: mental health and homelessness.  


- Service description: CAHOOTS provides stabilization in case of urgent medical need or 


psychological crisis, assessment, information, referral, advocacy and, in some cases, transportation 


to the next step in treatment. The range of services includes crisis counseling, suicide prevention, 


conflict resolution and mediation, grief and loss, substance abuse, housing crisis and first aid and 


non-emergent medical care. CAHOOTS responders can’t force anyone to accept their aid and can’t 


arrest anyone.  


- Hours of operation: CAHOOTS provide 24/7 service. 


- Dispatch pathway: dispatched through the Eugene police-fire-ambulance communication center –


911 call center– (CAHOOTS act as a dispatchable option to 911 calls) and through a non-


emergency number.  


- 911 First responder: yes.  


- If crime in progress or violence involved: a CAHOOTS team and a law enforcement unit are 


dispatched simultaneously. Warm referrals between Eugene Police Department and CAHOOTS 


also take place. However, less than 1% of calls responded by a CAHOOTS team needed assistance 


from police (150 of 24,000 calls). None of CAHOOTS responders has ever been hospitalized from 


an injury on the job. 


- Team components: teams are composed by two (2) members: a medic (either a nurse or an EMT) 


and a crisis worker who has completed 500 hours training in medical care, conflict resolution and 


crisis counseling. CAHOOTS staff are not armed, and their uniform is “civilian-like”.  


- Funding: as of 2018, the cost of the program was $800,000-a-year. Funding is provided by both 


the city and Lane County. The city funds the program through a contract between Eugene Police 


Department and CAHOOTS. The program accepts external donations as well.  


- Infrastructure: 3 vans and 6-8 workers.  


- Organization: partnership between police department and a non-profit. The CAHOOTS program 


is a partnership between Eugene Police Department and “White Bird Clinic”, a non-profit, 


grassroots organization that provides mental health services to the community.  


- Reported results: in 2018, CAHOOTS teams responded to 24,000 calls –20% of public safety calls 


in the area– (17% in 2017).  CAHOOTS report that the program saves the city about $8.5 million 


in public safety costs every year, plus another $14 million in ambulance trips and ER costs1.  


 


 


 


 


 


 


                                                      
1 Costs should be adjusted by country differences in wages and infrastructure. Medical costs can hardly be 


extrapolated or compared due to the differences in the two healthcare systems.  
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4.2 Crisis Response Unit (CRU) and “Familiar Faces” program 


Olympia, Washington. US.  


Population: 52,000. 
 


Summary: mobile crisis intervention unit with no law enforcement official that patrols the streets and 


acts as a 4th dispatchable option –through 911 and through referrals from other agencies– for calls 


involving mental health crisis or calls related to persons in a situation of homelessness. They also 


provide follow-up to vulnerable persons and connect frequent 911 callers to the available resources.  
 


- Service areas: mental health, homelessness and miscellaneous problems affecting frequent 911 


callers and individuals resistant to social services and resources already in place.  


- Service description: the Crisis Response Unit provides assistance to persons living with mental 


health and addiction conditions or in a situation of homelessness. They respond to calls from other 


agencies and 911 dispatchers and patrol the streets during the day. They provide: crisis counseling, 


conflict resolution and mediation, grief and loss, substance abuse, housing crisis, harm reduction, 


first aid and non-emergency medical care, resource connections and referrals and transportation to 


services. The “Familiar Faces” program assists individuals with complex health and behavioral 


problems who have frequent and persistent contact with the Olympia Police Department’s Walking 


Patrol. When the CRU identifies individuals who have frequent run-ins with law enforcement, the 


“Familiar Faces” program pairs them with peer navigators that will connect them with the resources 


they need.  


- Hours of operation: 7 a.m. – 9 p.m., 7 days a week.  


- Dispatch pathway: calls may come a) from a CRU member on patrol (60); b) from social service 


providers (20%), c) as a referral from police or fire crews (10%); or d) from 911 dispatchers 


(10%).  


- 911 First responder: yes.  


- If crime in progress or violence involved: a crisis response team and a law enforcement unit are 


dispatched simultaneously. 


- Team components: teams of two (2) comprised of a mental health and substance use disorder 


professional and a non-emergency medical professional. Staff members are not armed and their 


uniform is “civilian-like”. 


- Funding: annual cost of $497,000 (plus $110,100 in startup costs) funded through a public safety 


levy (passed in the city in 2017).  


- Organization: partnership between police department and a non-profit (Recovery Innovations 


International).  


- Reported results: the program was launched in April 2019. From April to June 2019, the crisis 


response unit made over 500 contacts with members of the community. The “Familiar Faces” 


program served 26 individuals during this period and is expected to serve 100 persons per year.  


- Observations: [fragment of an article in references]: “Most of their job is problem-solving for 


people with few good options: the elderly woman with dementia who keeps trying to hitch-hike 


away from her shelter; the woman with mental illness convinced a motel manager has stolen her 


luggage; the kid who keeps getting kicked out of treatment; the older man who won’t stop calling 


91”.  
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4.3 Support Team Assisted Response (STAR)  


Denver, Colorado. US. 


Population: 727,000. 
 


Summary: mobile crisis intervention (in a six months pilot program) with no law enforcement officials 


that acts as a 4th dispatchable option (being dispatched to 911 calls) for calls related to wellbeing 


checkups, mental health and drug consumption and homelessness.  
 


- Service areas: substance abuse, mental health and homelessness.  


- Service description: the STAR team attends mental health crisis and non-criminal complex 


situations and responds to calls related to drug overdose and wellbeing checkups, providing free 


medical care, first aid and mental health support, performing an assessment of the services needed 


by the caller and connecting the individual with the proper social services.  


- Hours of operation: 10 a.m.- 6 p.m. Monday-Friday.  


- Dispatch pathway: dispatched through the 911 call center and Denver’s non-emergency line if the 


reason for the call is related to mental health emergencies, drug overdose or a request for wellbeing 


check.   


- 911 First responder: yes.  


- If crime in progress or violence involved: a law enforcement unit is dispatched instead.  


- Team components: teams of two (2) comprised by a paramedic and a mental health clinician who 


do not wear uniforms nor carry weapons.   


- Funding: $200,000 of tax-payers money approved when the city passed the Caring for Denver 


ballot initiative, plus a grant from Caring for Denver Foundation to prove its effectiveness. 


- Infrastructure: one unmarked van, one full-time clinician and two paramedics who rotate shifts.  


- Organization: STAR is a non-profit founded in 2018 when the city passed the Caring for Denver 


ballot initiative. It is operated by Mental Health Centers of Denver and Denver Health paramedics 


in partnership with Denver’s 911 dispatch center.  


- Reported results: the program is still in a six months pilot phase. Some of the current indicators 


being studied are: a) number of calls diverted from the police; b) percentage of persons in crisis 


receiving long-term care and support after their encounter with STAR; and c) overall perception of 


safety in the community. The STAR team responds to an average of 12 calls a day in the Downtown 


area.  
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4.4 Mobile Assistance Community Responders (MACRO) 


Oakland, California. US. 


Population: 390,000. 
 


Summary: mobile crisis unit (in a pilot phase) with no law enforcement official that acts as a 4th 


dispatchable option for 911 calls related to mental health crisis. It will replace the MET, an Oakland 


Police Department program that used teams formed by a police officer and a mental health professional 


to respond to mental health-related 911 calls.  
 


- Service areas: mental health and homelessness.  


- Service description: the goal of MACRO is to help attend people in distress without generating 


traumatic situations and avoid unnecessary hospitalizations, and to connect people in need with 


mental health support programs and housing resources. They also transport the individuals they 


interact with to the places they will be able to receive the services they need.  


- Hours of operation: from 8.00 a.m. to 3.30 p.m.  


- Dispatch pathway: dispatched through 911 for those calls related to mental health crisis that do 


not involve a violent situation or a crime in progress.  


- 911 First responder: yes.  


- If crime in progress or violence involved: a law enforcement unit is dispatched instead. 


- Team components: a counselor and an EMT (emergency medical technician): Unarmed. Staff is 


recruited from the communities MACRO works with –so they share cultural understanding with 


the people they serve–. There is a proposal to recruit responders from Alameda County’s EMS 


Corps training program for young men. The program is also open to using non-licensed mental 


health professionals (according to MACRO, to improve cost-effectiveness), and to hire non-


traditional applicants.  


- Funding: $1.35 million. City Council voted in May 2020 the allocation of taxpayers’ funds to the 


MACRO pilot.  


- Observations: the MACRO program will replace the MET (Mobile Evaluation Team) program, 


launched in Oklahoma city in 2014. Even though the organization of the two programs was quite 


similar, MET teams used to act as second responders most of the times and consisted of a uniformed 


police officer and a mental health professional without a uniform that used an unmarked police car.  
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5. THE ALBUQUERQUE MODEL 


 


Community Safety Department  


Albuquerque, New Mexico. US. 


Population: 915,000. 
 


Albuquerque’s proposal of creating a Community Safety Department –that will deliver a civilian-


staffed, public health approach to safety– has been announced but has yet to be implemented. Experts 


say it may be the first of its kind. The proposal envisions the creation of a 4th agency (apart from police, 


fire and medical emergencies) than can respond to 911 calls. This new division will attend those issues 


related to inebriation, homelessness, substance abuse, mental health and socially vulnerable and isolated 


persons and would be staffed with social workers, housing and homelessness specialists, and violence 


prevention coordinators. After two years of preliminary work, the city is working with community 


members, experts and city councilors to map out the details of the department, which will reallocate 


millions of dollars. These efforts will bolster expanded investments in violence intervention, diversion 


programs and treatment initiatives. This approach goes far beyond The Mobile Crisis Teams already 


present in Albuquerque, which is staffed with a trained police officer and a behavioral clinician, that 


provide specialized response to 911 calls involving a behavioral element (for the most part, persons 


living with mental health conditions).  


 


References:  


- Amid calls to defund the pólice, Albuquerque creates an alternative department. Internet]. The Washington Post. 2020 


[cited 14 August 2020]. Available from: https://www.cabq.gov/mayor/news/mayor-tim-keller-to-refocus-millions-in-


public-safety-resources-with-first-of-its-kind-civilian-response-department 


- Mayor Tim Keller to Refocus Millions in Public Safety Resources with First-of-Its-Kind Civilian Response Department 


[Internet]. City of Albuquerque. 2020 [cited 14 August 2020]. Available from: 


https://www.cabq.gov/mayor/news/mayor-tim-keller-to-refocus-millions-in-public-safety-resources-with-first-of-its-


kind-civilian-response-department 


- Mobile Crisis Teams [Internet]. Bernco.gov. 2020 [cited 10 August 2020]. Available from: 


https://www.bernco.gov/Department-Behavioral-Health-Services/mobile-crisis-teams.aspx 


- Counselors B. Behavioral Health 9-1-1 Calls Will Dispatch Professional Counselors [Internet]. City of Albuquerque. 


2020 [cited 10 August 2020]. Available from: https://www.cabq.gov/family/news/behavioral-health-9-1-1-calls-will-


dispatch-professional-counselors 


- Albuquerque to Establish Community Safety Department to Handle Non-Violent 911 Calls [Internet]. The Daily Beast. 


2020 [cited 10 August 2020]. Available from: https://www.thedailybeast.com/albuquerque-to-establish-community-


safety-department-to-handle-non-violent-911-calls 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 


 







 20 


 


OTHER EXAMPLES 


 


Other cities, especially in the US, have started conversations to implement similar programs to deal 


with part of the non-emergent calls currently channeled through 911 from a community-driven public 


health perspective. Some of these cities are: New York City, Chicago, Los Angeles, San Francisco, 


Portland and Minneapolis.  
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INTRODUCTION AND DISCLAIMER:  


 


Non-emergent 911 calls are currently attended by police, fire and emergency medical services 


in Winnipeg. The goals of the City of Winnipeg Bloomberg Harvard City Leadership Initiative are to 


reduce the number of calls attended by these three agencies and to provide a response that is aligned 


with the callers’ needs. This report provides an overview of a) the current situation in Winnipeg –some 


of the root causes of the current situation, the response system in place and the existing agencies that 


already play a role in it or that might be useful in a potential reform of the system–; b) the models used 


in other jurisdictions in Canada and the US; c) a model for generating change; d) areas where changes 


could be performed to achieve the ultimate goal; and e) different implementation options (including a 


soft recommendation). The report has been elaborated after a 10-weeks internship with the City of 


Winnipeg as part of the Bloomberg Harvard City Leadership Initiative summer fellowship. The ideas 


provided in this report are a product of the reflections of the author after qualitative interviews with 


members of the different agencies participating in the current emergency response scheme of the city 


and bibliographic research. Access to quantitative data has been limited throughout the process. The 


main goal of this report is to provide a framework and a discussion guide for the team created for the 


initiative and to inform future policies in the city. 
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BACKGROUND:  


 


1. The context in Winnipeg 


 


1.1 Non-emergent calls are, for the most part, related to underlying situations of lack of social 


support1.  


 


- Resources from WPS, WFPS and EMS are diverted to respond to non-emergent calls even 


though these might not be the best suited agencies to attend the needs of these callers.  


- Most of 911 callers for non-emergent issues may be disproportionally affected by social 


determinants.  


- The needs of those individuals who contact 911 for non-emergent situations may not be 


significantly different in the group of calls handled by WPS and the group handled by WFPS.  


- There is no lack of organizations than can provide the services frequent 911 callers may need, 


but Winnipeg lacks an agency or body that can effectively reach persons in a vulnerable 


situation, holistically assess their context, liaise them with appropriate services and guide them 


through the process. 


- Some calls may need a unit to be dispatched, but some others could be resolved with a 


telephonic follow-up or with the proper information or referral.  


 


According to data from the Winnipeg Police Service, approximately, 50% of the calls received by 


911 are related to non-emergent circumstances2. Emergencies are defined as situations where there is a 


crime in progress, property or people are at risk or life-threatening medical cases. With the current 


system, the existing emergency response agencies (police, fire and emergency medical services –EMS–


) are being dispatched to non-emergency calls, diverting human and financial resources away to 


situations they are not best suited to manage. Moreover, the response provided by these three agencies 


may not always be aligned with the needs of the callers.  


Data from non-urgent calls is treated differently after a call is referred to the WFPS or the WPS by 


the 911 operator once the location of emergency and the details of the situation have been asked. At the 


WPS side, 48% of non-urgent calls are classified as related to “assistance” (a miscellaneous category 


that –according to qualitative data– includes, for the most part, wellbeing checkups –that may include 


assistance to persons living in a situation of homelessness–). If we incorporate to this group those calls 


related to some kind of medical assistance, the percentage raises to 53%. 15% of the calls are related to 


mental health and intoxications. 13% appear under the category of “disputes”, 12% under 


“disturbances” and 6% of non-emergent calls are related to missing persons. In total, these three last 


categories represent 25% of all non-emergent calls. At the WFPS and EPIC side, non-urgent calls are 


mostly related to socially isolated elderly people, patients who struggle with medication compliance, 


persons living with mental health conditions, and patients with chronic respiratory diseases and mobility 


issues.  


Most of the non-emergent calls channeled through 911 are related with or motivated by different 


social determinants –on which preventative action is possible– and the lack of social support. After a 


mapping of social services and resources provided in the city3, it is appropriate to say that there is no 


                                                 
1 Most of these assumptions are drawn from qualitative data obtained through interviews with members of the 


different agencies involved in the current 911 response system. Access to quantitative data from 911 calls has 


been limited.  
2 See supporting document 1 (WPS 2020 non-urgent dispatched events) 
3 See supporting document 2 (resource guide for EPIC) and 221 Manitoba webpage: https://mb.211.ca 
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lack of supply of resources: 211 Manitoba (United Way Winnipeg) has mapped 2048 non-profit 


resources available at the province of Manitoba (most of them physically located in the city of 


Winnipeg) in the fields of housing and homelessness, food and clothing, health, mental health and 


addictions, abuse and assault, financial resources, employment and training, legal issues, youth, older 


adults, newcomers, children, people living with disabilities, indigenous peoples and LGBT2SQ+ 


persons. EPIC (Emergency Paramedics in The Community) elaborated a resource guide of 51 providers 


than can offer the needed services to the persons they attend.  


However, there might be a problem in reaching those in need, assessing the appropriate resources 


for them, connecting them to the available and suited providers and guiding them through the 


bureaucratic barriers of the system. EPIC may fill part of this gap, yet a more comprehensive option 


(that provides a wider range of services) or an option that collaborates more effectively with the WPS 


might be needed. With the current 911 response system, the only variable that differentiates the response 


provided to an urgent situation from that provided to a non-urgent issue is the time delay between the 


call and the dispatch of an agency.  


Furthermore, not all non-emergent calls that arrive at the 911 call center require a unit to be 


dispatched: some calls may be resolved with a telephonic follow-up or with the proper information and 


referral. Not providing a response to non-urgent calls is not an option for Winnipeg: 911 is a widely 


known resource that the most vulnerable, and those who do not know how to navigate the system, use 


to ask for help.  


 


1.2 The current 911/emergency response system is not designed to effectively respond to non-


emergent calls  


 


- Few of the services already in place in Winnipeg could provide an adequate response to the 


current volume of non-emergent calls: we have selected three programs that could play a key 


role in a potential reform of the current 911 response model.  


- There is a fragmented and siloed system of service provision: the referral mechanisms between 


some services and providers and phone lines available to citizens –311/911/(211)– are weak or 


non-existent.  


- Perception of safety and risk, mechanism to identify the risk associated with a call, 


institutionalized risk aversion and the perception of those service providers dealing with 


potentially risky scenarios play an important role in the current dispatch and referral model.  


 


a) Most services for persons negatively impacted by social determinants do not have the 


infrastructure to act as dispatchable units for non-emergent calls:  


 


Just one of the services listed in the 211 database and the EPIC resource guide, the WRHA Mobile 


Crisis Unit1 seemed to have part of the infrastructure and organization to act as a dispatchable option –


as WPS, WFPS and EMS– for a group of non-emergent calls (those involving persons who live with 


mental health disorders). However, the Mobile Crisis Unit is not a dispatchable crisis unit. It provides 


telephonic services to individuals experiencing a mental health or psychosocial crisis. They also offer 


crisis intervention, mental health assessment, referral to community services, support to family 


members and short-term follow-up, but do not travel to the site where the episode is taking place. 


Moreover, it needs to be considered that acting as a dispatchable agency may also represent an added 


burden to any organization’s work in a context where resources are scarce. 
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b)  Some services already in place (or in an implementation phase) could be utilized or expanded 


as part of a 911 response reform: 


 


EPIC: Emergency Paramedics in the Community (second responders)4 


 


EPIC1,2 is a WFPS program that consists of a mobile paramedic service that proactively brings 


health care services to vulnerable individuals in Winnipeg. EPIC teams consist of a van staffed by one 


paramedic. Currently, the program operates 2 vehicles for 12 hours a day: coverage is not 24-hours, but 


the two vehicles overlap during part of the day to provide coverage during peak hours. EPIC teams 


provide active care in 10-15% of the cases, assess the context of the individual and connect them with 


agencies and community resources that can provide the needed services. EPIC itself does not engage in 


police and justice issues or the provision of services that could feed in the social sphere. Some of the 


results of the program show a 56% drop in 911 calls by the program’s patients, a 62% drop in ambulance 


trips to the ER in that group5. 


EPIC teams respond to calls from their own patients –around 40 and increasing – identified through 


previous interactions or referrals from WFPS units or because they are frequent 911 callers. An EPIC 


analysis of 911 data at the WFPS identified over 200 frequent 911 callers (individuals calling at least 


ten times in the preceding six months). The reasons of these calls are congruent with the 911 data 


regarding non-emergent calls at the WFPS side described above (mental health and addiction and 


patients with chronic respiratory diseases and mobility issues). There is already a referral mechanism 


between the WFPS and EPIC: when a WFPS unit is dispatched to a 911 call and a lack of social support 


is identified by the team, an “at-risk referral” is filled to EPIC, so that an EPIC team can assess the 


social determinants impacting the wellbeing of an individual and connect them to the proper services.  


EPIC already deals with a small amount of the 911 non-emergent calls that currently arrive at 911. 


If a call is referred from the 911 call center to the WFPS and the number is identified as a frequent 


caller, an EPIC unit might be dispatched. However, EPIC units are not dispatched to 911 calls from the 


911 call center –they act as second responders–: another agency is dispatched and might, a posteriori, 


fill a referral to EPIC. Therefore, it could be said that the program has four focus areas: 911 frequent 


callers, at-risk individuals (those with a lack of social support at risk of becoming frequent callers), 


commonly visited addresses, and lab and diagnostic follow-up for the emergency department. They do 


not only act as second (or sometimes first) responders, they assess the social context of an individual 


and connect them to the proper services provided in the city.  


Even though calls at the 911 call center are either referred to WPS or WFPS, an EPIC team and a 


unit from the WPS Vulnerable Persons Unit respond to some calls together 2-3 times per week 


(normally related to agitated people due to drug consumption). However, nowadays, there is no formal 


combined dispatched system and no official channels for the WPS and the police vulnerable persons 


unit to fill out at-risk referrals: when a police unit identifies an individual at risk of becoming a frequent 


caller, there are no mechanisms to connect this person to the program.  


 


WPS Vulnerable Persons Unit (second responder) 


 


The Winnipeg Police Service Vulnerable Persons Unit consists of an unmarked police car staffed 


with a multidisciplinary team of one uniformed police officer and one social worker. The unit hardly 


                                                 
4 We consider first responders those agencies that are dispatched to a 911 call (WPS, WFPS, EMS) and second 


responders those who travel to the location of a call when a referral from a first responder agency has been filled 


or petitioned. Therefore, the VPU and EPIC act as second responders.  
5 According to supporting document 3 (EPIC NAEMSP Abstract).  
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ever act as a first responder to 911 calls: for the most part, the unit responds to referrals from a regular 


patrol after this one has been dispatched to a site, interrogated the caller and assessed the situation. In 


some occasions, when the person in need is a frequent 911 caller, the VPU is the unit dispatched as a 


first responder. The unit’s mission is to act as a resource for WPS members in dealing with occurrences 


involving vulnerable persons –as identified by the service–; and to coordinate service options and 


resources available for these persons. 


 


211 Manitoba (managed, in partnership, by United Way Winnipeg and Volunteer Manitoba)  


 


211 works as a telephonic line (and also through website, text and online chat) in many jurisdictions 


across North America and connects individuals and families in need with the appropriate community-


based organizations and government services. 211 Manitoba has existed since 2017 as an online 


searchable database (www.mb.211.ca). As of August 2020, phone service is not available yet in 


Manitoba, but it is expected to be launched in October 2020.  


In other Canadian jurisdictions, having a 211-phone service has been associated with a decrease of 


non-urgent calls handled by 911 and referrals by frontline law enforcement. Moreover, it has been 


correlated with a change of the emergency response model: from a reactive response to preventative 


proactive interventions to social and community issues. 211 has established interesting collaborations 


in some Canadian cities: in Edmonton, 211 does not just provide telephonic service and connection to 


providers. They are able to dispatch a mobile crisis unit serving individuals dealing with homelessness. 


Moreover, 211 Central East Ontario receives referrals from the paramedic service in Simcoe County 


when paramedics identify that a person’s health and wellbeing is severely impacted by social 


determinants of health6. 


211 Manitoba has already started conversations with PSAP-911 to discuss the logistic of a potential 


coordination between 211 and 911 Winnipeg. United Way also aims to discuss a potential coordination 


between 211 and 311 in the city.  


 


c) The current referral pathways between first responders and providers of services for vulnerable 


persons and between the different phone lines available to the population for emergencies and 


non-emergencies are not effective: 


 


There is a lack of coordination between service providers. There are many agencies in the city that 


provide the different kind of services that persons living in a vulnerable context (and at risk of becoming 


911 frequent callers) might need. However, the system of service provision is fragmented and siloed: 


each organization usually provides a particular, concrete, service and there are no formal coordination 


mechanisms nor functional referral pathways between most of them. Furthermore, there is no unifying 


command that can hold them to a certain degree of accountability. The heterogeneity of funding sources 


also hampers coordination and potential collaborations between these bodies.  


There is some lack of effective coordination between first responders and second responders and 


between second responders. The WPS, the WFPS and EMS act as 911 first responders and, for the most 


part, the VPU and EPIC function as second responders for the WPS and the WFPS, respectively –at 


least, for a small proportion of the calls–. It is important to underline that these referrals just take place 


when a) the first responders are able to identify that the caller lives in a vulnerable context impacted by 


social determinants; b) the first responders find it appropriate to ask for a follow-up from EPIC or the 


VPU; c) the teams dispatched know about the existence of EPIC and the VPU; and d) they are able to 


petition the referral. Currently, there are no formal channels for the WPS to fill referrals to EPIC, nor 


                                                 
6 See support document 4 (211 Manitoba Backgrounder. June 2020). 



http://www.mb.211.ca/
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for the WFPS to petition a case follow-up by the VPU. Moreover, even though the VPU and EPIC 


respond to some cases together, coordination between them takes place, for the most part, through 


informal channels7.  


There are no existing referral mechanisms between information and service provision phone lines 


available to the citizens. 911 is the phone line available for emergencies. There are different lines for 


non-emergencies and more specialized services: 311 (for questions regarding city services), Health 


Links (for medical triage and counseling) and 204-986-622 (WPS phone line for non-emergent issues: 


e.g. suspicious circumstances or crimes in which the offender has left and is not returning). 211 –not 


yet operational through phone service– could also be included in this list. Currently, warm referrals are 


not possible between these lines: when the triage system of one of these lines detects that the reason of 


the call is more appropriate for another line, the caller is asked to hang up and call another number, 


which may lead to patients being lost in the process of asking for help and time delays. There is just 


one exception to this statement: low acuity medical complaints from WFPS (a very small number of 


cases) are sometimes dispatched to Health Links. 


 


d) The perception and assessment of risk plays an important role in deciding which agency is 


dispatched to what calls. There is an institutionalized tendency to risk aversion that needs to be 


taken into account when redesigning the emergency response system.  


 


There is a considerable amount of uncertainty regarding the potential outcomes of a call. Moreover, 


the information concerning the risk of a situation is limited due to the time and capacity constraints of 


911. After two traumatic events occurred in Winnipeg in the recent years, which led to a scrutiny of the 


WPS from the media and the public opinion –damaging the reputation of the agency–, there is a 


tendency from law enforcement bodies to avoid risk: WPS units might be dispatched to low-risk 


situations in order to avoid a fatal outcome as the two cases previously mentioned. However, it is also 


important to acknowledge that police officers might be needed to respond to some calls due to an 


element of self-security: the VPU works as a multidisciplinary team (a social worker and a police 


officer). According to the Winnipeg Community Services, some social workers might not feel 


comfortable and secure being dispatched to some of the scenarios without a law enforcement official. 


As regards to EPIC, the staff refers that the proportion of the calls they respond to that pose a tangible 


risk is minimal.  


Taking into account that those issues that do not constitute an emergency do not require an 


immediate response, more time could be invested with these 911 calls (if the appropriate infrastructure 


and staff is available) to determine the potential risk of each situation.  


 


 


2 The context in Canada and the US 
 


This report, in the section “Appendix” includes a description of a variety of models adopted by 


different jurisdictions in the US and Canada to respond to non-emergent calls or part of the calls that 


we have classified as non-emergent. Broadly speaking, we can group the different models in five big 


categories:  


 


- Crisis diversion teams acting as second responders. Agencies or organizations just providing 


services to a limited group of individuals (a fraction of the calls) as second responders (either 


paramedics in the community or outreach mental health teams). This model is present, among 


                                                 
7 See support documents 5 and 6 (WFPS-CAD workflow and process map for 911 calls) 
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other cities, in Halifax, Calgary, Hamilton (COAST program) or Toronto (Mobile Crisis 


Intervention Teams). 


- Crisis diversion teams acting as first responders. Agencies or organizations providing mental 


health services to individuals in crisis as first responders (directly dispatched from 911): 


MACRO program in Oakland, MCRRT in Hamilton and Halton or Dallas (RIGHT care 


program).  


- The PACT model: multidisciplinary teams including a police officer responding (in some 


cases) to a fraction of non-emergent calls received by 911 through the police service (those 


related to mental health and homelessness). PACT teams are already present in Edmonton, 


Calgary, Regina and Saskatoon.  


- The CAHOOTS model: multidisciplinary teams not including a law enforcement official being 


dispatched to a fraction of the non-emergent calls channeled through 911 (those related to 


mental health and homelessness): CAHOOTS program in Eugene, STAR program in Denver, 


CRU-Familiar Faces in Olympia.  


- The Albuquerque model (not yet implemented and just proposed in Albuquerque, New Mexico, 


US), that envisions the creation of a new 4th agency to comprehensively respond to a wide range 


of non-emergent calls. 


 


If we focus on the two models with multidisciplinary teams that respond to non-emergent calls (the 


PACT model and the CAHOOTS model), we see different trends in Canada and the US as regards to 


the presence of law enforcement official as part of these teams. Three reasons may explain this 


phenomenon:  


 


a) The “defund the police” movement, that supports divesting funds from police departments and 


reallocating them to non-policing forms of public safety and community support, has been 


gaining influence in the US and has encouraged city governments to adopt response models for 


non-emergent calls that do not include a law enforcement official or to shift from teams 


resembling the PACT model to the CAHOOTS model. Academic studies4,5,6 also show how 


non-policing responses to mental health crisis also improve the outcomes of these calls and 


how community support decreases the number of detentions, ambulance trips and ER visits.  


b) Policies governing police are more restrictive in Canada. US police is more militarized and 


police union contracts might be worse in the US (regarding misconduct records, reinstating 


fired officers, accountability systems…). Therefore, the perception of the public regarding 


having a police officer as part of these multidisciplinary teams and, therefore, the predisposition 


of public institutions to use this model, might be different in the two contexts.  


c) Proximity between cities implementing the different models and communication between 


police services can lead to a certain model being implemented more widely in a certain country.   


 


Since both PACT and CAHOOTS teams just focus on providing assistance to calls related to mental 


health crisis, addictions and homelessness, the professionals that are part of these teams (all of them 


formed by 2 members) are: social workers (37.5% of the cases), crisis workers –specially trained for 


the task with different backgrounds– (37.5%), nurses (12.5%), mental health professionals (50%) and 


paramedics (50%).  
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POINTS OF ACTION AND STRATEGIES:  


 


There are different points of action where interventions can be implemented in order to obtain the 


two main goals of this initiative: a) the reduction of WPS, WFPS and EMS units dispatched to non-


emergent situations; and b) an improvement in the alignment between the response provided by the 


agencies dispatched through 911 and the needs of the caller.  


When an issue that needs short- or medium-term support (but is not an emergency) takes place, there 


can be different potential outcomes: a) an issue is perceived as an emergency by the caller and, 


therefore, they call 911; b) the issue is not perceived as an emergency but 911 is the only known 


resource; c) the issue is identified as non-emergent and the individual refers to another available phone 


lines (311, Health Links, 204-986-622 or 211 –when available–); d) the caller does not seek for help 


and the problem becomes chronic or resolves without intervention. Once a call gets to 911, a unit of the 


three first responder agencies (WPS, WFPS and EMS) ends up being dispatched to the location where 


the call originated (with a time delay that depends on the volume of calls at the moment and the priority 


given to the call).  


 


Therefore, the different points in the sequence of steps that takes place from the issue that can 


generate a 911 call to the dispatch of a unit, where action is possible, are: 


 


Before the call gets to the 911 call center:  


 


- Issues that do not constitute an emergency should no longer be perceived as an emergency by 


the caller because there is the proper social support: to reduce the total number of non-emergent 


situations perceived as “emergencies” by callers, there is a need for strengthening and 


improving the provision of social services to individuals at risk of becoming frequent callers. 


In this case, strengthening the network of social services does not mean increasing the amount 


of services provided, but rather improving a) the mechanisms used to reach individuals at risk; 


b) the assessment of their situation and environment; c) the selection of appropriate services; 


and d) the support provided to connect the individuals with the available services and help them 


navigate the system.  


- Issues that are not perceived as an emergency by the caller should be channeled through other 


numbers because 911 is not the only resource known by the caller. The public has been educated 


regarding the presence of other numbers and the resources each of them can provide. This 


measure also requires that the services offered by these alternative lines align with the needs of 


potential 911 callers experiencing issues that do not constitute an emergency.  


 


After the call gets to the 911 call center:  
 


A new dispatchable option and a new non-dispatchable option are needed since some non-emergent 


calls require in person assistance and some other could be resolved through the phone.  


- Another agency that is not WPS, WFPS or EMS should be dispatched to the location where the 


call originated because those units might not have the proper skills to resolve the call. The 


creation of a 4th dispatchable option that can be dispatched to those situations that, despite not 


needing an emergent response, do need assistance that can only be provided in person may 


result in a) the reduction of WPS, WFPS and EMS units sent to the locations where these calls 


have originated ; and b) an improvement on the alignment between the response provided and 


the needs of the caller.  
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- There should be an alternative mechanism to deal with those non-urgent calls that do not need 


an agency to be dispatched. Not all non-emergent calls that the 911 call center receives require 


some kind of assistance that needs to be provided in person. Some of these calls could be 


resolved by providing the proper information or referral, or with a follow-up call.  


 


3. A “fourth” dispatchable option  


 


3.1 An agency that reaches, assesses, connects, guides and provides follow-up. 
 


An ideal 4th dispatchable option should be able to: 
  


- Reach those individuals in a vulnerable context (at-risk of becoming frequent 911 callers);  


- In the short-term, solve the non-emergent issue that motivated the 911 call in a relatively timely 


manner;  


- In the medium- and long-term, respond to referrals from first responders (WPS, WFPS and 


EMS) and provide follow-up to these persons (which in some cases may be reluctant to seek 


care or may be disconnected from the system); 


- Assess the context –the social environment– of these persons, the social determinants impacting 


their wellbeing and identify the services and providers that could be helpful;  


- Connect the individuals to these services;  


- Help them navigate the system.  
 


Therefore, this 4th dispatchable option would not just act as a reactive resource: it would also 


proactively connect individuals with the services that would have a preventative effect in their situation: 


if an individual has the proper social support, less issues that require assistance may occur or may be 


perceived as emergencies. If a person is connected to organizations and providers in the system, their 


concerns or petitions might not be channeled through 911 and they may rather turn to their trusted 


organizations.  


 


3.2 The team and their skills 
 


The skills of the professionals that may comprise these teams will depend on the comprehensiveness 


of the response that the city is willing to provide. However, the following two skills should be 


fundamental for any team that aims at responding to non-emergent calls:  
 


- The capacity to assess the social context of a vulnerable person and to identify the social 


determinant impacting their wellbeing;  


- A wide knowledge of the resources and providers available in the city and the ability to navigate 


the system and help others in the process.  
 


At the WFPS, most non-emergent calls are already being resolved by paramedics (as part of the 


EPIC program). However, active health care is administered in just 10-15% of the dispatches, which 


may indicate that these tasks could, in some cases, be performed by people with different trainings. All 


agencies responding to non-emergent situations in other jurisdictions just deal with mental health and 


homelessness. Therefore, the multidisciplinary teams responding to these calls are staffed with a mental 


health officer or a paramedic and a social worker or a crisis worker.  
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3.3 Possible models 
 


There are two main question marks that need to be answered regarding the model that the city of 


Winnipeg wants to implement:  


 


- What services this 4th dispatchable option should offer? 


- Should this 4th dispatchable option incorporate a law enforcement officer?  


 


a) The comprehensiveness of the response to non-emergencies 
 


Regarding the first questions, the comprehensiveness of the response that can be offered by a 4th 


dispatchable option, the following information regarding the situations that motivate non-emergent calls 


received by 911 should be taken into account:  


 


1. At the WPS side, 48% of the non-emergent calls are related to “assistance” (mostly wellbeing 


checkups and support to persons living in a situation of homelessness);  


2. Most of the calls at the WFPS side, plus 5% of the calls at the WPS side deal with non-emergent 


health issues that involve a health concern, a chronically ill patient or a socially isolated person 


that disproportionally finds their health impacted by social determinants; 


3. 29% of the calls at the WPS side deal with situations that may benefit from conflict resolution 


skills (disputes, disturbances and runaways); 


4. 15% of the calls at the WPS side are related to mental health crisis (or people living with a 


mental health condition) and intoxications. 


 


The services already in place (their capacity, staff and current areas of action) will also play a role in 


the chosen model. Important points to take into account:  


 


- EPIC and the VPU already provide services to callers in the categories (1) and (2): assistance, 


persons dealing with health conditions and socially isolated individuals.  


- The VPU capacity, however, is very limited and some of the non-emergent calls classified as 


“assistance” end up with a regular WPS unit being dispatched.  


- Even though there are certain mechanisms that allow EPIC and the VPU to function as first 


responders, they provide, for the most part, assistance to these groups as second responders.  


- Referrals between first responders and second responders are in almost all the cases, from WPS 


to VPU and from WFPS and EMS to EPIC. There are no official and functioning referral 


mechanisms from WPS to EPIC nor from WFPS and EMS to the VPU.  


- EPIC respond to non-emergent calls in their area of expertise without having a law enforcement 


official as part of their team and do not refer to deal with situations that may imply a safety 


risk. The VPU does include a police officer as part of the team to ensure the safety of the social 


workers being dispatched.  


- Currently, there are no specialized agencies in place to respond to calls included in categories 


(3) and (4): conflict resolution and mental health and intoxication.  


- How equipped and skilled are the teams dispatched to calls in categories (3) and (4) to deal, on 


the one hand, with conflict resolution and mediation and, on the other hand, with mental health 


crisis and intoxication problems? 
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b) Response teams with or without police officers 
 


Looking at the type of non-emergent calls Winnipeg’s 911 is receiving, and using the models in 


other cities as example, the professionals that may have the skills to deal with the situations that 


motivate these calls are: paramedics + mental health professionals + social workers; all of them –and, 


specially, the social worker– equipped with conflict resolution skills. Therefore, if a new unit able to 


respond to the non-emergent calls in all the abovementioned categories was to be created, a 


multidisciplinary team including these professionals seems an ideal solution.   


The presence of a law enforcement official as part of these “4th dispatchable options” has been a 


discussion point in many other jurisdictions, specially amidst the “defund the police” movement, which 


has pushed some cities to move from multidisciplinary teams including a police officer to 


multidisciplinary teams without a law enforcement official. We propose not to look at this issue as a 


“yes” or “no” discussion, but to study it according to different premises. As described in section 2, 


successful results have been obtained in other jurisdictions with both models, although those teams just 


respond to calls related to mental health, intoxications and assistance to people living in a situation of 


homelessness. If a new multidisciplinary unit was to be created, the decision to include a police officer 


should depend on the following points:  


 


- What type of calls this “4th dispatchable option” would be dispatched to (according to the 


previously described categories) and what risks these calls might represent: we have EPIC data 


showing that almost none of the calls they respond to entail a safety risk, for example.  


- What mechanisms the 911 call center has to properly evaluate the potential risk that a situation 


may represent.  


- What is the institutionalized tolerance to risk, the predisposition of the Winnipeg Police Service 


(especially those in leadership positions) to accept not being dispatched to certain calls and the 


predisposition of the city to accept potentially critical discourses to an organizational change 


of the emergency response system that still includes a law enforcement official amidst a global 


movement that demands changes in a different direction.  


 


The fact that there are two existing agencies providing some services that may align with a proper 


“4th dispatchable option” and, therefore, could be utilized as first responders in a reform of the system, 


enables us to expand this discussion. A 4th option does not have to be conceptualized as a unique agency 


and can be thought as different organizations that may respond to the calls they are skilled to deal with. 


Therefore, a law enforcement official could be present in some of these teams and not present in others, 


as described in the section “options”: “4th dispatchable” option teams including a police officer could 


be responding to those non-emergent calls with a higher uncertainty regarding potential risks (some of 


the calls in categories  1 and 4 – assistance and disputes–) and teams without a law enforcement official 


could be dispatched to non-emergent calls included in categories 2 and 3 (health, mental health, 


intoxications and socially isolated persons) and those that deal with people living in a situation of 


homelessness. In order to propose this kind of system, there is the need to enable a proper mechanism 


at the 911 call center so that operators can obtain enough information regarding the risk of a situation 


and the characteristics of the call, as explained in the following section.  


 


4. A non-dispatchable option 
 


As mentioned in “background”, not all non-emergent calls channeled through 911 need a unit to be 


dispatched in order to be resolved. Some could be addressed with a more in-depth diagnosis of the 


situation –through the phone – and the proper information or referral or with a follow-up call. This is 


why, an ideal non-dispatchable option should:  
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- Enable warm referrals between the different phone lines available to the public (311, 204-986-


622, Health Links, 911 and, in the short future, 211), so that if a call is not best suited for one 


of the lines, it can be directly referred to another call center without asking the caller to hang 


up and call a different number.  


- Perform a detailed assessment of the situation of the call and the needs of the caller (which may 


require a considerable amount of time) to provide the adequate information or referral to 


organizations providing the needed services in the city (that may not offer mobile services).  


- Have trained operators in identifying potential social determinants impacting a person’s 


wellbeing, and who have a comprehensive knowledge of all providers, resources and services 


available at the local level.  


- Be able to dispatch the “4th dispatchable units” for non-emergent calls if, after an in-depth 


assessment, it is considered that the issue that motivated the call needs in person assistance in 


order to be resolved.  


 


Since one element that determines if a call is an emergency or not and, if not, what kind of unit should 


be dispatched is the presence of potential risk –for the person calling and for those providing assistance–


, the assessment of risk should be performed as one of the first steps at the call center. Therefore, the 


process map at the call center should take the following points into account:  


 


- The first brief interaction with the caller should determine if the call is an emergency or not.  


- Right now, the potential risk of a call is assessed once the call is referred to the WPS side. It 


would be optimal if risk can be assessed at the 911 call center at the first stages: operators 


should be trained on risk assessment (with the protocol WPS uses or with those in international 


guidelines) or a police officer should be part of the telephonic response. 


- Once the call is deemed as non-emergent and the risk is assessed, the call should be referred to 


another trained operator who would perform an in-depth assessment of the situation (over a 


longer period of time) and would decide if the call needs an in-person response. If the answer 


is “yes”, the operator would select what “4th dispatchable unit” is the most suited according to 


the needs of the caller and the risk associated with the situation (or if the call needs to be 


transferred to police, fire or EMS). If no unit is needed, the operator should provide the proper 


information or referral and, if needed, a telephonic follow-up.  
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OPTIONS AND RECOMMENDATIONS 


 


In this section, we propose different options in reference to how to implement a “4th 


dispatchable option” and a non-dispatchable option.  


 


5. How to implement “a fourth” or “multiple fourth” dispatchable options  
 


All the options described for “a fourth” or “multiple fourth” dispatchable options have the following 


characteristics in common and would also need the implementation of the measures explained below:  


 


a) In all the different options provided, the 4th dispatchable option would acts as both a first 


responder and a second responder, accepting referrals from those three agencies now in charge 


of providing assistance to emergent situations (WPS; WFPS and EMS). 


b) All options are able to provide in-person assistance to address the reason of the call but would 


also perform an assessment of the social context of the caller, identify the social determinants 


impacting their wellbeing, refer the person to the proper services and guide the individual 


through the system.  


c) All options acknowledge that some situations may pose a risk to those being dispatched to assist 


nonemergent calls and, therefore, include a police officer as part of the response in a proportion 


of the calls. These proposals also recognize that some non-urgent calls that deal with health and 


disease and some socially isolated persons are already responded by EPIC teams –as second 


responders– without a law enforcement official and no situations that represent a safety risk for 


the professionals being dispatched has been reported.  


d) All options require the establishment of formal referral mechanisms between the current first 


responders and the organizations acting as a 4th dispatchable option (for those cases in which 


the 4th dispatchable option acts as a second responder). These pathways should enable referrals 


from each of the first responders to all the second responders (not just WPS to VPU and 


WFPS/EMS to EPIC), which should be performed according to the needs of the caller.  


e) All options should also consider the inclusion of community members (from indigenous groups, 


who have lived in a situation of homelessness in the past, who live or have lived with mental 


health conditions and drug dependency…), so that the legitimacy of the program increases and 


the response can be partially provided from a peer-to-peer perspective, better aligned with the 


needs and concerns of the callers.  


 


5.1 A multidisciplinary single agency: a comprehensive response with low feasibility.  
 


The first option (similar to RIGHT Care in Dallas) consists on the creation of a new agency that 


would result from merging the EPIC program and the WPS-VPU, and would also incorporate new 


professionals trained in conflict resolution, social workers and mental health professionals, to be able 


to align the response provided with the needs of the callers reaching 911 for non-emergent issues. The 


characteristics of this option are:  


 


- It could respond to all the non-emergent calls that currently reach 911 (assistance, wellbeing 


check-ups and homelessness, health, socially isolated patients, mental health and addictions, 


and disputes, disturbances and runaways) 


- There is the possibility to create multidisciplinary teams with a police officer in each of them. 


However, it is also an option to have some teams with a social worker and a law enforcement 


official (like, currently, the VPU), and some teams with a paramedic and a mental health 


professional. This division responds to the classification of calls included in section 3.3. Teams 
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including a police officer could respond to those calls that may entail a certain risk for the 


professionals dispatched, while those without a law enforcement official could respond to calls 


related to health, mental health and social isolation, which are currently responded by EPIC 


and about which academia has shown better response in the results if police officers are not 


first responders.  


- From an organizational point of view, this option would ease the response provided: all non-


emergent calls reaching 911 that need an in-person response, would be referred to this new 


agency. However, this options also changes the organizational scheme of the city, merging 


already functioning agencies: therefore, it could raise opposition from EPIC and the VPU. 


Moreover, in terms of financing, it could be challenging to unite funding coming from two 


different bodies (WFPS and WPS) in one single new agency.  


 


5.2 A 4th dispatchable options with 3 organizations: a fragmented –and perhaps costly–


comprehensive response. 
 


The second option envisages a response to non-emergent calls by three different agencies: the VPU 


(with an expanded capacity), EPIC and a new mobile crisis unit that would provide services to persons 


living with mental health conditions in crisis and individuals dealing with addictions; and which could 


be created under the umbrella of the Winnipeg Regional Health Authority. This option is characterized 


by:  


 


- It would be able to respond to the fourth categories of non-emergent calls that currently reach 


911. 


- It maintains EPIC and the VPU as different agencies, which would respond to different kind of 


calls: EPIC to those related to health and socially isolated patients, not representing a risk for 


the dispatched team and the VPU (which would need to expand its capacity) to those calls were 


there is a component of uncertainty regarding potential safety risks, and those that involve 


disputes and disturbances. The Mobile Crisis Unit would be dispatched to the last group of 


calls: mental health and addiction.  


- From an organizational point of view, the response provided is fragmented, which may difficult 


a comprehensive analysis of the situation of the caller and might reduce the number of 


appropriate long-term referrals and follow-up.  


- From a feasibility standpoint, the main barrier would be the creation of a new unit. Similar 


services (without the capacity to provide in-person assistance) are already provided in the city. 


The WRHA already has a phone service for patients dealing with mental health crisis and a 


mental health crisis response center, and Shared Health manages a “crisis stabilization unit” 


that provides short-term supportive care and treatment for individuals in psychiatric or 


psychosocial crisis. There is also a MKO (Manitoba Keewatinowi Okimakanak) response team 


that provides trauma intervention by mobile crisis teams that are staffed with indigenous 


people. There is the possibility that these agencies would like to expand the scope of their work 


and offer mobile services.  


 


 


5.3 A 4th dispatchable options with 2 organizations: minimal organizational changes but a 


limited response.  
 


The third option is the one that involves the minimum number of organizational changes. As 


described at the beginning of section 5, it requires that the VPU and EPIC function both as first and 


second responders and that referral mechanisms between emergency responders (WPS, WFPS and 
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EMS), and non-emergency responders (VPU and EPIC) are established and functional in all directions. 


Moreover, this option also requires that the capacity of the VPU is expanded, so they are able to respond 


to a higher volume of calls and referrals. Even though the feasibility of this option is high –since it does 


not require many organizational changes– the response provided is limited, since the categories of calls 


addressed would be 1,2 and 3 (assistance, wellbeing checkups, health and disturbances), but no specific 


service would be provided to persons dealing with mental health crisis.  


 


5.4 A dual 4th dispatchable option with minimal organizational and internal changes: a 


feasible comprehensive response. 
 


The last option provided maintains the separation between EPIC and the VPU but encourages both 


organizations to make certain internal changes to be able to create a dual 4th dispatchable option that 


can provide a comprehensive response to all the non-emergent calls that now reach 911. EPIC could 


train their paramedics in mental health responses –or, ideally, incorporate mental health professionals 


as part of their team– in order to be able to provide a response to those calls in the fourth category 


(mental health crisis and addictions). The VPU would need to expand its capacity (more officers, more 


social workers and more cars) to be a functional “4th dispatchable agency” and train their teams in 


conflict resolution skills (to respond to those calls in the third category –disputes, disturbances and 


runaways–). Another option is that EPIC scope remains intact, but the VPU is the agency incorporating 


mental health professionals to respond to calls involving persons living with mental health conditions 


that are in crisis. Option 5.4 seems to have a higher implementation feasibility and, therefore, the one 


recommended in this report: 


 


- It presents a comprehensive response to all the calls received at 911.  


- Provides both a reactive and a proactive preventative response to the context generating a high 


volume of 911 calls and tries to address the social determinants impacting the lives and 


wellbeing of the people in Winnipeg.  


- Involves minimal organizational changes and does not fragment the response offered in excess: 


utilizes the schemes and organizations already in place and tries to improve the referral 


mechanisms between them and to align the services provided with the needs of the callers.  


- Acknowledges the presence of a safety risk in some of the calls to which the units would be 


dispatched and the institutionalized risk avoidance but enables the response in some fields 


(those with minimum risk) to be provided by teams without a police officer.  


- It might be feasible in terms of the supports needed from the different actors involved: the 


Winnipeg Police Service seems excited with the idea of multidisciplinary teams to respond to 


certain non-emergent calls. An expanded version of the VPU could represent this idea.  


- The implementation of this option would still require the improvement of the referring 


mechanisms between agencies, and the execution of some changes at the 911 call center level 


(to enable a proper triage, risk assessment and referral). The two organizations involved in the 


response to non-emergent calls (EPIC and the VPU) would need to decide what kind of calls 


are responded by each of the agencies –a general recommendation has been provided in this 


report– and what level of risk EPIC would be comfortable bearing in the calls they respond to.   


 


6. How to implement a non-dispatchable option 
 


As presented in section 4, a non-dispatchable option should be able to provide the adequate 


information and referrals to non-emergent calls. We have considered two different options that are 


described below. Since this option would be closely related to the 4th dispatchable option, the reform 


that includes this mechanism (regardless of the chosen option), should also:   
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- Incorporate professionals with the skills to assess the context and situation of a call and the 


social determinants in place and identify the agency that should be dispatched.  


- Enable referrals between the different phone lines available to the public.  


- Establish a new 911 call center process map so that the first steps when a call is received are: 


a) to identify if the call is urgent or not; b) to assess the risk of the situation; and c) to determine 


if the call can be referred to another of the available phone lines.  


 


6.1 Internal changes at the 911 call center 
 


The first option consists, solely, on incorporating operators trained in social determinants, referral 


pathways and provider options at the 911 call center that, once a call has been deemed as non-urgent 


and their risk assessed, can spend a longer time with the caller and, after the proper interview, provide 


the proper information or referral and determine the need for a follow-up call. If a call needs in person 


assistance, they could dispatch either EPIC or the VPU (or the mobile crisis unit or the multidisciplinary 


new agency) depending on the reason of the call and the potential risk associated with the situation. 


These operators could be trained according to the WPS and WFPS requirements. This option might be 


more complicated from an organizational point of view, since it requires the introduction of some 


changes at the 911 call center level. Moreover, it would require the creation of a database with all the 


resources available where the callers could be dispatched (like the 211 database). However, it might be 


cheaper as compared to the one described below (depending on the funding sources 211 Manitoba is 


able to get from different sources).  


 


6.2 Incorporating 211 Manitoba as part of the system  
 


The second option provided envisions to include 211 Manitoba as part of the response system to 


non-emergent calls. 211 Manitoba’s phone service is expected to be launched in October 2020. The 


211call center in other jurisdictions is staffed with AIRS (Alliance of Information and Referral Systems) 


certified referral specialists, who interview the caller and identify the needed information and provide 


the proper guidance and referrals. The training of these specialists is fundamentally theoretical: they do 


not receive practical training in environments where the persons they might be attending may live. 


Therefore, it should be considered if their training satisfies the WPS and WFPS standards. In Edmonton, 


211 dispatches crisis diversion teams to non-emergent calls that need in-person assistance. If 211 is 


incorporated in the system, once a non-emergent call gets to the 911 call center and is deemed as non-


urgent, it could be referred to 211, where a referral specialist would interview the caller, identify the 


social determinants in place and determine if a unit needs to be dispatched. If this is the case, they could 


dispatch a 4th dispatchable option. If the warm referral mechanisms are established, if an emergency 


gets to the 211call center, they should be able to directly refer the call to 911. Since 211 has already 


started conversations with 911 and 311, it would be interesting to study the possibility to implement 


this option.  
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CONCLUSIONS AND NEXT STEPS: 


 


An ideal 911 response system for the city of Winnipeg that can reduce the number of police, fire 


and emergency medical services dispatched to non-emergent issues needs to combine a reactive and a 


proactive and preventative response: it needs to be able to respond (in-person and through the telephonic 


assistance) to the reasons that motivate the calls and, at same time, address the social determinants 


impacting the wellbeing of those in vulnerable situations (who are at risk of becoming frequent 911 


callers). Therefore, it has to follow the following action scheme: to reach those in vulnerable situations, 


to assess their environment and the social determinants impacting their wellbeing, to identify the 


services that can address the lack of social support, to connect the individuals with the right providers 


and to guide them through the bureaucratic barriers of the system. Since not all the non-emergent calls 


that are channeled through 911 need an in-person response, an ideal reform should include the 


implementation of a 4th dispatchable unit –that can act both as a first responder to 911 calls, but also as 


a second responder (to referrals from the three agencies being dispatched to emergent situations)–, the 


establishment of a non-dispatchable option and the creation of functional referral pathways between 


first and second responders. This report recommends the creation of a dual 4th dispatchable option that 


utilizes two existing agencies providing services to 911 callers in vulnerable situations who are at risk 


of becoming (or already are) frequent callers: EPIC and the WPS-VPU. By encouraging the two 


programs to introduce certain changes in the scope of their services, a comprehensive response can be 


provided to most of non-emergent issues that currently motivate 911 calls. Moreover, as this option 


requires minimal organizational changes and since the WPS has already shown some predisposition to 


create multidisciplinary teams to respond to a fraction of the calls received, the capacity to generate 


legitimacy for this project and the feasibility to implement it seem promising. By introducing 211 


Manitoba in the equation –or by executing some organizational changes at the 911 call center–, the 


system should be able to effectively assess the risks of the situations motivating non-emergent calls and 


determine the appropriate units to dispatch or the service that should be offered. Moreover, this project 


represents an opportunity to redesign and homogenize the 911 data systems (at the WPS and the WFPS 


side) and increase the transparency of the analyzed results –that should not include confidential 


information– so that data-driven decision-making processes can be carried out.  


In the future, the initiative should study the predisposition of the different agencies mentioned in 


this report to introduce the proposed changes in order to evaluate the feasibility of each of the options. 


Even though the recommended system may not require a substantial financial injection, conversations 


should be held with WPS and the WFPS to evaluate their predisposition to increase the funding to EPIC 


and the VPU. We also propose that the Bloomberg Harvard City Leadership Initiative holds a 


convention for police departments and emergency response systems to exchange best practices and 


share the mechanisms they use to approach the response to emergent and non-emergent issues reaching 


911. Conversations between the WPS and 211 are already taking place. We suggest that all the different 


agencies participating in the initiative are involved in the conversations, so the role of 211 in the system 


can be useful to the new potential model and not just to the current structures. Finally, once a response 


model has been decided, the team should coordinate their efforts with Winnipeg’s Downtown 


Community Safety Partnership to avoid duplications in the services provided and find synergies.  


The COVID-19 pandemic creates a sense of urgency to increase the effectivity of the response the 


city of Winnipeg can offer to emergent and non-emergent situations and to the most vulnerable. It also 


opens a window of opportunity to advance changes that can have a critical effect on the wellbeing of 


the inhabitants of the city: minimal interventions like the ones recommended in this report might 


represent a change of framework and a shift from one model to another, but may not require major 


organizational changes or economic efforts. The willingness of those in decision-making and leadership 


positions is key for a new 911 response system.  
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Agenda – Executive Policy Committee – November 18, 2020  


 


 


REPORTS 


 


Item No. 1  Responding to 911 Calls for Help – The City of Winnipeg’s 


Participation in the Bloomberg Harvard City Leadership Initiative 


 


WINNIPEG PUBLIC SERVICE RECOMMENDATION: 


 


1. That Executive Policy Committee receive this report as information and endorse the work 


undertaken through the Bloomberg Harvard City Leadership Initiative. 


  


2. That Executive Policy Committee direct the Chief Administrative Officer to continue the 


work undertaken through the Bloomberg Harvard City Leadership Initiative by 


transitioning administrative leadership and responsibility to the Chief of the Winnipeg 


Police Service and the Chief of the Winnipeg Fire Paramedic Service for the initiatives in 


their respective departments. 


 


3. That the Public Service continue to work collaboratively with United Way Winnipeg, 


Shared Health, and the Winnipeg Regional Health Authority to improve integration, 


alignment, and coordination of 211, 311, HealthLinks/InfoSante, and the Downtown 


Community Safety Partnership as a means of providing disposition options to the 911 


Communications Centre as represented in the report, “Public Safety and Public Health: A 


New 911 Response System” attached as Appendix A and Appendix B. 


 


4. That progress reports on the work be submitted quarterly by the Public Service to the 


Standing Policy Committee on Protection, Community Services, and Parks. 


 


5. That the Proper Officers of the City do all things necessary to implement the intent of the 


foregoing. 
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Agenda – Executive Policy Committee – November 18, 2020  


 


 


DECISION MAKING HISTORY: 


 


COUNCIL DECISION: 


 


On July 23, 2020, Council concurred in the recommendation of the Executive Policy Committee, 


which included the following recommendation: 


 


5.  That the Winnipeg Public Service provide a written report to the Executive Policy 


Committee within 90 days on the progress of the work undertaken through the City of 


Winnipeg’s participation in the Bloomberg Harvard City Leadership Initiative, where 


together with community partners it is examining an innovative, made-in-Winnipeg way 


to better align the type of agency being dispatched with the needs of residents calling 


911. 


 


 


EXECUTIVE POLICY COMMITTEE RECOMMENDATION: 


 


On July 15, 2020, the Executive Policy Committee passed the following motion: 


 


WHEREAS as a result of the Black Lives Matter movement there has been increased public 


discourse in recent weeks regarding the importance of appropriate resources being allocated to 


respond to various emergency situations; 


 


AND WHEREAS systemic racism exists in our society; 


 


AND WHEREAS the City of Winnipeg acknowledges the importance of promoting and 


enhancing the fundamental human rights of all its residents including the Black, Indigenous, 


People of Colour (BIPoC) community, people with disabilities, and LGBTTQ* individuals;  


 


AND WHEREAS the City of Winnipeg has taken meaningful steps to create the structures and 


policies to improve the fundamental human rights of its residents through initiatives such as: 


 


•  Establishing of the Indigenous Relations Division; 


•  Creating the Human Rights Committee of Council; 


•  Adopting the Newcomer Welcome and Inclusion Policy; and 


•  Creating an Equity, Diversity, and Inclusion Program Coordinator position 


 


AND WHEREAS the City of Winnipeg has and continues to take meaningful steps to make our 


community a safe place to live, play, and grow for all its residents; 
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DECISION MAKING HISTORY (continued): 


 


EXECUTIVE POLICY COMMITTEE RECOMMENDATION (continued): 


 


AND WHEREAS the section of the Newcomer Welcome and Inclusion Policy entitled 


“Strategic Priorities for Policy Implementation ‘4.2 - A City without Racism’” directs that:  


 


“a) The City intends to address racism and discrimination in Winnipeg and work to eliminate 


inequities through education, public awareness, and leading by example. 


 


Objectives include: 


 


(i)  Demonstrate anti-racism leadership city-wide. 


(ii)  Train the Public Service on anti-oppression, including anti-racism and cross-cultural 


competency. 


(iii)  Build relationships to foster community safety and trust. 


(iv)  Work to build understanding between Newcomers and Indigenous peoples;” 


 


AND WHEREAS Immigration Partnership Winnipeg (IPW) and other community partners are 


currently undertaking the “Manitobans: COVID-19 Doesn't Discriminate. Nor Should 


You!/Manitobain(e)s, La COVID-19 ne discrimine pas. Vous non plus!” campaign with three 


key objectives as follows: 


 


1.  Bring awareness of the racism, discrimination and xenophobia experienced by Asian 


community members, other racialized groups and newcomers due to COVID-19, while 


condemning the association of COVID-19 with any ethnic or racial group; 


 


2.  Provide information and tools for these community groups and the general public to stay 


safe and respond to acts of racism, discrimination and xenophobia; and 


 


3.  Highlight the key role many of these community members play in Manitoba’s response to 


COVID-19 as essential workers 


 


AND WHEREAS Immigration Partnership Winnipeg will be launching a city-wide “AntiRacism 


in Sports and Recreation” public awareness campaign in partnership with the Winnipeg Blue 


Bombers, Valour FC, the Treaty Relations Commission and other partners. This campaign will 


seek to address and eliminate barriers to social participation in sports and recreation among 


racialized communities, Indigenous Peoples and religious minorities through education and 


awareness activities including research, training and public awareness; 


 


AND WHEREAS City of Winnipeg’s participation in both of these the Immigration Partnership 


Winnipeg campaigns would help the City of Winnipeg build relationships that foster community 


safety and trust, an important objective of the Newcomer Welcome and Inclusion Policy; 
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Agenda – Executive Policy Committee – November 18, 2020 


 


DECISION MAKING HISTORY (continued): 


 


EXECUTIVE POLICY COMMITTEE RECOMMENDATION (continued): 


 


AND WHEREAS the City of Winnipeg acknowledges the importance of engaging and working 


with the community to enhance public safety; 


 


AND WHEREAS the Winnipeg Police Service and its dedicated members continue to play an 


essential role in maintaining public safety in the City of Winnipeg; 


 


AND WHEREAS the functions and jurisdiction of the Winnipeg Police Service are defined by 


Federal legislation, Provincial legislation, and Common Law; 


 


AND WHEREAS the City of Winnipeg is currently working with the Harvard Bloomberg 


Leadership Initiative to study where together with community partners it is examining an 


innovative, made-in-Winnipeg way to better align the type of agency being dispatched with the 


needs of residents calling 911; 


 


THEREFORE BE IT RESOLVED: 


1.  That the Winnipeg Public Service immediately implement section 4.2 a) (ii) of the 


Newcomer Welcome and Inclusion Policy within existing budgetary allocations, namely: 


 


“(ii) Train the Public Service on anti-oppression, including anti-racism and cross-cultural 


competency.” 


 


and report back on the progress of this implementation to the Human Rights Committee 


of Council within 90 days. 


 


2.  That the City of Winnipeg participate in the current Immigration Partnership Winnipeg 


“Manitobans: COVID-19 Doesn't Discriminate. Nor Should You!/Manitobain(e)s, La 


COVID-19 ne discrimine pas. Vous non plus!”campaign and their upcoming 


“AntiRacism in Sport and Recreation” public awareness campaigns. City support for the 


“AntiRacism in Sport and Recreation” campaign will include: 


 


A.  Participation on the campaign Steering Committee; 


 


B.  In-kind space at City of Winnipeg facilities for events, presentations and workshops; 


 


C.  In-kind campaign media support, including promotion of campaign messages via the 


City’s social media channels and advertising space; 


 


D.  Assistance with the delivery of training presentations and workshops alongside IPW's 


Anti-Racism Coordinator, as needed.   







5 


Agenda – Executive Policy Committee – November 18, 2020 


 


 


DECISION MAKING HISTORY (continued): 


 


EXECUTIVE POLICY COMMITTEE RECOMMENDATION (continued): 


 


3.  That the Winnipeg Public Service be directed to collaborate with Immigration 


Partnership Winnipeg in the development and implementation of an Anti-Racism Week, 


to coincide with the International Day for the Elimination of Racial Discrimination on 


March 20, 2021 


 


4.  That the Winnipeg Police Board be requested to report back to the Standing Policy 


Committee on Protection, Community Services and Parks within 90 days with a report 


that outlines the partnerships and programs that the Winnipeg Police Service has 


undertaken and will continue to undertake, and that align with the adopted Newcomer 


Welcome and Inclusion Policy, related to the following goals: 


 


A.  training its officers to better understand and respond to issues affecting racialized, 


minority, and LGBTTQ* communities; 


B.  working with community members and organizations to better respond to calls for 


service that are related to mental health and addictions, and support crisis 


prevention and non-violent crisis intervention; 


C.  building relationships that foster newcomer community safety and trust by 


developing open lines of communication and partnerships with ethno-cultural and 


religious groups; 


D.  building a Winnipeg Police Service that better represents the demographics of the 


community. 


 


5.  That the Winnipeg Public Service provide a written report to the Executive Policy 


Committee within 90 days on the progress of the work undertaken through the City of 


Winnipeg’s participation in the Bloomberg Harvard City Leadership Initiative, where 


together with community partners it is examining an innovative, made-in-Winnipeg way 


to better align the type of agency being dispatched with the needs of residents calling 


911. 


 


6.  That the Proper Officers of the City be authorized to do all things necessary to implement 


the intent of the foregoing. 


 


and submitted the matter to Council. 
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ADMINISTRATIVE REPORT 


 


Title:  Responding to 911 Calls for Help – The City of Winnipeg’s Participation in the 
Bloomberg Harvard City Leadership Initiative 


 
Critical Path: Executive Policy Committee 
 


AUTHORIZATION 


 


 


EXECUTIVE SUMMARY 


 


The City of Winnipeg was chosen to participate in the Bloomberg Harvard City 
Leadership Initiative in the summer/fall of 2019. 
 
Over the course of the year, the City of Winnipeg’s participation in the initiative has 
successfully brought together different levels of government, agencies, and 
organizations to think creatively, innovatively, and with open minds to find ways to 
reduce dispatch demand on City of Winnipeg police, fire, and ambulance services. 
 
Last year (2019), there were 336,631 calls for help to the City of Winnipeg’s 911 
Communication Centre. 
 
Generally, about half (47%) of these calls were coded as “non-urgent”, meaning they 
did not represent an imminent threat to life, limb, property, or personal security. 
However, the only agencies and personnel available 24 hours a day, seven days a 
week to dispatch in response to these calls are emergency responders – police, fire, 
and ambulance. 
 
A small, collaborative team has been examining ways to better align how existing 
agencies, resources, and personnel are dispatched in response to residents calling 911 
who need help, but not necessarily the type of help available from a police officer, 
firefighter, or paramedic. 
 
Emerging from this work is an assessment currently underway by the Winnipeg Police 
Service to establish a Police and Crisis Team (PACT). PACTs are a dispatch model that 
pairs crisis or similarly trained workers with police officers. PACTs and similarly 
structured models are used in jurisdictions across Canada and the United States, and 
are described in more detail in Appendix B. 
 


Author Department Head CFO CAO 


J. Hildebrand M. Ruta N/A 
M. Ruta, 


Interim CAO 







7 


While PACTs certainly represent both a progressive and paradigmatic shift in how 
police and community health resources are mobilized and dispatched in response to 
911 calls, it is important this model is regarded as a starting point from which greater 
alignment, collaboration, and coordination can continue. 
 
Also emerging from the initiative is an effort to improve alignment and coordination of 
the 911 Communication Centre with the newly established 211 phone service, the City 
of Winnipeg’s existing 311, HealthLinks/InfoSante, and the future operationalization of 
the Downtown Community Safety Partnership. This work is geared toward identifying 
and providing non-dispatchable disposition options to the 911 Communications Centre. 
 
Underscoring many of the non-urgent 911 calls from residents are very complex 
socioeconomic, sociological, and health challenges. These challenges and their 
complexity transcend the traditional agency silos currently available for dispatch through 
the 911 response system. As well, traditional approaches used to respond to these calls 
for help are increasingly being questioned against a backdrop of growing awareness, 
understanding, and appreciation of the complex societal issues relating to racism, 
health inequity, colonial oppression, brutality, police service operations and procedures, 
and overall system accountability. 
 
In the medium term, by developing a greater degree of shared understanding of this 
issue’s complexity, it is possible to optimize the allocation and dispatch of emergency 
response resources. Over the longer term, it also has the potential to better identify and 
respond to residents experiencing inequitable social determinants of health, improve 
health outcomes for Winnipeg residents, as well as foster greater harm reduction efforts 
across the city’s population. 
 


RECOMMENDATIONS 


 
1. That Executive Policy Committee receive this report as information and endorse 


the work undertaken through the Bloomberg Harvard City Leadership Initiative. 
  
2. That Executive Policy Committee direct the Chief Administrative Officer to 


continue the work undertaken through the Bloomberg Harvard City Leadership 
Initiative by transitioning administrative leadership and responsibility to the Chief 
of the Winnipeg Police Service and the Chief of the Winnipeg Fire Paramedic 
Service for the initiatives in their respective departments. 


 
3. That the Public Service continue to work collaboratively with United Way 


Winnipeg, Shared Health, and the Winnipeg Regional Health Authority to 
improve integration, alignment, and coordination of 211, 311, 
HealthLinks/InfoSante, and the Downtown Community Safety Partnership as a 
means of providing disposition options to the 911 Communications Centre as 
represented in the report, “Public Safety and Public Health: A New 911 
Response System” attached as Appendix A and Appendix B. 
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4. That progress reports on the work be submitted quarterly by the Public Service to 
the Standing Policy Committee on Protection, Community Services, and Parks. 


 
5. That the proper officers of the City do all things necessary to implement the intent 


of the foregoing. 
 


REASON FOR THE REPORT 


 


On July 23, 2020 Council directed the Winnipeg Public Service to provide a written 
report to the Executive Policy Committee within 90 days on the progress of the work 
undertaken through the City of Winnipeg’s participation in the Bloomberg Harvard City 
Leadership Initiative. 
 


IMPLICATIONS OF THE RECOMMENDATIONS 


 


The work, research, and collaborative effort undertaken through the City of Winnipeg’s 
participation in the Bloomberg Harvard City Leadership Initiative will be received and 
supported by Executive Policy Committee. 
 
Moving forward, administrative leadership and responsibility for the work will transition 
to the Chief of the Winnipeg Police Service and the Chief of the Winnipeg Fire 
Paramedic Service. 
 
The Public Service will continue to work collaboratively to better integrate and 
coordinate its 311 service with the 911 Communications Centre as well as other 
community-based call services.  
 
Quarterly progress updates will be submitted by the Public Service to the Standing 
Policy Committee on Protection, Community Services, and Parks. 
 


HISTORY/DISCUSSION 


 


The Bloomberg Harvard City Leadership Initiative 
 
Last summer (2019), the City of Winnipeg was chosen to participate in the Bloomberg 
Harvard City Leadership Initiative. 
 
This is an initiative run collaboratively by the Harvard Kennedy School, Harvard 
Business School, and Bloomberg Philanthropies. 
 
Its goal is to strengthen city leaders and equip cities across the world with the tools 
necessary to better innovate, change, and grow. 
 
It is designed to develop key problem-solving skills and capacities within the public 
service that can be incorporated into and supplement existing continuous improvement 
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programs. As well, the increased problem-solving capacity and skills accrued through 
the program can be exported and shared across the city administration. 
 
The program is entering its fourth year this year (2020-21). 
 
Annually, about 40 cities from across the world are invited to participate. In 2019-20, 
Winnipeg was one of the ~40 cities selected. 
 
Cities participating with Winnipeg were primarily from the United States, but also 
included cities in Ghana, Australia, and Slovakia. 
 
Winnipeg, together with Mississauga, were the only two Canadian cities participating in 
the 2019-20 year. In previous years, other Canadian cities included Saskatoon and 
Calgary. 
 
Other than a commitment of time, the program is offered at no cost to participating 
cities. 
 
The program has provided Winnipeg with access to Harvard faculty, students, staff, and 
other resources to help it improve in one of three practice areas: cross-boundary 
collaboration, data & evidence, or innovation. 
 
The practice area Winnipeg participated in is called cross-boundary collaboration. 
 
The aim of this practice area is to improve the city’s ability to collaborate across 
agencies, jurisdictions, and sectors to ‘solve’ a single challenge of the city’s choosing. 
 
While there are certainly no shortage of challenges facing Winnipeg and similar cities 
across the world, Winnipeg was limited to identifying one as part of the program. 
 
Winnipeg used the opportunity to examine ways it could better align how city agencies 
and personnel are dispatched in response to 911 calls. 
 
Defining Winnipeg’s challenge/problem 
 
When residents call 911, one or a combination of just three agencies are available to 
respond – police, fire, or emergency medical. 
 
When an emergency situation exists – an imminent threat to life, limb, property, or 
personal security – dispatching one or a combination of these three agencies works 
well. 
 
Many of the calls to 911, however, don’t meet an emergency threshold. That is, many of 
the calls to 911 do not represent an imminent threat to life, limb, property, or personal 
security. 
 







10 


In 2019, there were 336,631 calls to the City of Winnipeg’s 911 Communication Centre. 
Generally, about half (47%) of these calls end up being coded as non-urgent. 
 
Existing 911 emergency response agencies (police, fire, and medical responders) are 
dispatched to these non-urgent calls because they are the only agencies available for 
dispatch 24 hours a day, every single day of the year. 
 
As such, they end up being dispatched in response to non-urgent calls that they are 
sometimes not ideally suited to manage. 
 
Even though a 911 call might not meet the threshold of being an emergency, it is still a 
call for help. It still represents a resident in need, and many times still requires a 
response. It’s just that many of them do not necessarily require the type and level of 
assistance available from a firefighter, a paramedic, or a peace officer. 
 
It is within this context that a made-in-Winnipeg-way to better align the agency, the skills 
matrix, and type of personnel being dispatched with the needs of the resident calling 
was being examined. 
 
Kick-off Meeting 
 
In November 2019, the City of Winnipeg launched its participation in the Bloomberg 
Harvard City Leadership Initiative by issuing a news release (attached as Appendix F) 
and hosting an initial kickoff meeting. 
 
This meeting was a facilitated session led by staff from the Bloomberg Harvard City 
Leadership Initiative. 
 
This session brought together approximately 30 people from a broad spectrum of 
internal City of Winnipeg departments and external agencies representing about 16 
different organizations. A list of organizations is attached as Appendix C. 
 
This large group undertook an initial examination and deconstruction of the 
problem/challenge identified by the City of Winnipeg. 
 
It was also an opportunity to build awareness and support within the community for the 
work undertaken by the City through the Bloomberg Harvard City Leadership Initiative. 
 
Team of Eight 
 
The Bloomberg Harvard City Leadership program required the City to identify a smaller 
team of individuals who, over the course of ten months, would undertake much more 
intensive work examining the problem/challenge with resources and support made 
available from the program. 
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While the program initially required this group to be limited to eight participants, its 
membership grew to 11. 
 
Membership of this team includes: 
 


• Krista Allen, Chief Nursing Officer & Chief Health Operations Officer, Winnipeg 
Regional Health Authority 


• Jodene Baker, Director, Impact Innovation & Evaluation, United Way Winnipeg 
• Cam Baldwin, Inspector, Winnipeg Police Service 
• Oriol Sole Borras, MD, Summer Fellow, Master Public Health Candidate, 


Harvard T.H. Chan School of Public Health 
• Helen Clark, Chief Operating Officer, Emergency Response Services, Shared 


Health 
• James Favel, Bear Clan Patrol 
• Kate Fenske, Chief Executive Officer, Downtown Winnipeg BIZ 
• Dr. Rob Grierson, Medical Director, Winnipeg Fire Paramedic Service 
• Jonathan Hildebrand, Manager, Strategic Planning, City of Winnipeg 
• Morgan Vespa, Manager, Public Engagement, City of Winnipeg 
• Felicia Wiltshire, Director, Customer Service & Communications, City of 


Winnipeg 
 
Problem Deconstruction 
 
This smaller team spent a significant amount of time deconstructing and dissecting the 
challenge using various process improvement tools available through the Bloomberg 
Harvard program. 
 
This included an intensive week of work undertaken in New York in January 2020 where 
the City of Winnipeg joined nine other cities from across the United States to learn 
about each other’s challenges and assist each other with addressing these challenges. 
 
It became evident very early on that Winnipeg’s challenge/problem, as originally 
contemplated, was too narrowly defined. 
 
Team members felt it too narrowly limited the challenge/problem to police who are just 
one of three, 24/7 emergency response agencies available for dispatch. 
 
While team members generally agreed that police, as one of three emergency response 
agencies available to be dispatched in response to 911 calls, are being dispatched to 
calls for which they are not best suited, this was also true of the other two emergency 
response agencies – emergency medical and fire response. 
 
There was also evidence suggesting these two agencies, in addition to police, are being 
dispatched to calls for service that do not require a response at a level that necessitates 
the dispatch of a paramedic or a firefighter. 
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All three of these response agencies have a long history of integration and 
interdependence, and the team felt it would be challenging to successfully optimize 
dispatch of just one agency without somehow, possibly negatively, affecting the 
dispatch and demand on the other agencies.  
 
Consequently, the team recast the original problem statement: 
 
Original problem statement: Reducing the extent to which police officers are 
dispatched in response to calls for service that are not criminal in nature. 
 
Revised problem statement: Winnipeg’s existing 911 emergency response agencies 
are being dispatched to non-urgent calls that they are not best suited to manage. 
 
The team relied on process improvement tools such as the ‘5-why technique’ and 
fishbone diagrams to deconstruct the problem. A fishbone representation of the 
problem’s deconstruction is attached as Appendix D. 
 
When the team examined and deconstructed the problem statement six causal factors 
began to emerge that contributed to police, fire, and emergency medical resources 
being dispatched in response to 911 calls that they were not best suited to manage. 
 
These causal factors included: 
 


1. Risk aversion 
2. Lack of integration & coordination 
3. No ‘fourth option’ available to dispatch 
4. Legislative & regulatory barriers 
5. Public awareness & understanding 
6. Data sharing & measurement 


 
1. Risk aversion 
 


The current 911 response system reflects an incredibly low risk threshold. It also 
reflects the incredibly dynamic and unpredictable environment in which first 
responders must operate. The nature of emergency dispatch requires assessments 
and dispatch decisions to be made very quickly, often relying on imperfect 
information that is subject to high variability and validity. The impact of dispatching 
the wrong resource in response to a 911 call could contribute to increased harm to 
callers. The reality of a system designed to minimize risk is that it will prioritize risk 
reduction over resource optimization, an acceptable trade-off considering 911 
dispatch decisions can be life-or-death decisions. 


 
2. Lack of integration & coordination 
 


Several barriers were identified relating to a lack of coordination, integration, 
communication, and referral pathways among, and between, the myriad of existing 
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social service and community health agencies. As well, existing referral pathways 
between police, fire, and ambulance agencies were also identified as requiring 
improved integration and coordination. 


 
3. No ‘fourth option’ available for dispatch 
 


A very clear causal factor contributing to the dispatch of emergency service 
agencies to non-urgent calls is that there is no other agency available 24 hours a 
day, seven days a week to dispatch. Without a “fourth option” available, dispatch 
options remain limited to police, fire, or ambulance agencies.  


 
4. Legislative & regulatory barriers 
 


A host of regulatory and legislative barriers were identified as part of the problem 
deconstruction process. These included The Personal Health Information Act, The 
Intoxicated Persons Detention Act, The Mental Health Act, The Freedom of 
Information and Protection of Privacy Act, and The Emergency 911 Public Safety 
Answering Point Act. 


 
5. Public awareness & understanding 
 


A lack of public awareness, familiarity, and availability of existing health and social 
service agencies within the community was identified as contributing to calls to 911 
that are not emergencies and non-urgent. It was noted, however, that while these 
calls are deemed non-urgent by measure of the extent to which they represent an 
immediate threat to life, limb, property, or personal security, the resident calling often 
feels otherwise. 


 
6. Data sharing & measurement 
 


Data sharing and measurement were also identified as barriers. A barrier 
consistently identified as contributing to internal data sharing and measurement was 
the variance in adherence to national dispatch protocols/standards between the 
Winnipeg Fire Paramedic Service and the Winnipeg Police Service. The Winnipeg 
Fire Paramedic Service has adopted and uses the Medical Priority Dispatch System 
as well as the Fire Priority Dispatch System. These are internationally accepted 
dispatch protocols that allow for consistent and valid measurement and data sharing 
across services and jurisdictions. For a host of reasons, the police equivalent to 
these dispatch protocols – the Police Priority Dispatch System – is not used by the 
Winnipeg Police Service. 


 
As part of deconstructing the problem and stakeholder engagement, the team spent 
several hours listening to and experiencing active 911 calls, as well as getting feedback 
from those who take and process calls in the 911 Communications Centre. 
 







14 


The team also identified a host of qualitative factors that underscore an urgency to think 
creatively and innovatively in order to address the defined challenge. 
 
These factors included: 
 


• Winnipeg is experiencing rising crime rates, and it’s inefficient to send police to 
things they don’t need to go to; 


• Historically, solutions have been to add resources to the existing system and 
structures, but thinking about doing things differently is needed; 


• Many 911 callers with non-urgent needs are not getting their needs met; 


• When people are calling 911 for non-urgent matters, they’re sometimes waiting a 
very long time for someone to respond; 


• Public funding envelopes are limited, and there’s a need to ensure public 
services are working as efficiently as possible within existing/limited budgets; 


• Overall demand on police and other emergency response agencies often 
exceeds response capacity; 


• Police need to be increasingly more available for proactively protecting the 
community rather than responding to non-emergent calls; 


• The 911 system has created a system of dependency, and that dependency 
needs to be real; and 


• The system should be concerned about ensuring the right service responds to 
the right call for help at the right time. 


 
Team members felt the problem, when solved, could manifest itself as: 
 


• police, fire, and emergency medical agencies being dispatched to fewer calls not 
necessitating an emergency response; 


• fewer people calling/relying on 911 over time; and 


• more effective use of public resources to meet community needs. 
 
COVID-19 Global Pandemic 
 
In early March 2020, the World Health Organization assessed and declared COVID-19 
as a pandemic. 
 
As the world adjusted to the reality of the pandemic, so too did the Bloomberg Harvard 
City Leadership Initiative and the work of Winnipeg’s team. 
 
The team’s ability to maintain momentum was limited by the fact many team members 
were either community leaders, frontline healthcare providers, healthcare managers, 
police members, or were required to manage key components of the City of Winnipeg’s 
pandemic response. 
 
While some momentum was lost, the team’s work continued throughout the pandemic. 
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Global Movements in Response to Racism and Inequity 
 
The death of George Floyd in May 2020 in Minneapolis, Minnesota triggered a series of 
global protests that raised significant awareness of complex societal issues relating to 
racism, inequity, colonial oppression, brutality, police operations and procedures, and 
system accountability. 
 
While representing and highlighting a host of very complex and pressing societal issues, 
much of the public discourse galvanized around the idea of “defunding” police. 
 
Locally, thousands of people gathered in Winnipeg in June 2020 for a rally, a moment of 
silence, and a peaceful march from the Legislative Buildings to the Canadian Museum 
for Human Rights. 
 
Several parallels can be drawn between the issues raised as part of this public 
discourse and the work undertaken through the Bloomberg Harvard City Leadership 
Initiative. 
 
Both recognize there are times when existing agencies (police, fire, and emergency 
medical) available for dispatch in response to 911 calls are not always best aligned with 
a caller’s needs. As noted earlier, about 50% of the 911 calls in 2019 were deemed 
non-emergencies and yet the majority of them are responded to by an emergency 
agency. 
 
At the same time, there are key differences. 
 
The work undertaken through the Bloomberg Harvard City Leadership Initiative never 
contemplated nor was it driven by a need to cut, reduce, or “defund” any one agency or 
program. More specifically, as a collaborative involving the police department, the 
collaboration would have been setup to fail had it been originally conceived, or shifted 
toward, finding ways to reduce police funding. 
 
A true collaboration resists any one partner to the collaboration from being singled out 
as having something to lose. As well, an underlying sentiment among some members of 
the team is that existing health and social resources available in the community, and 
within the jurisdictional authority of the City of Winnipeg, can be better aligned, focused, 
and understood in order to address the challenge/problem. 
 
The Bloomberg Harvard City Leadership Initiative relied on research and working 
papers developed by the Centre for International Development at Harvard University. 
The concept of “Problem Driven Work” and “Problem Driven Iterative Adaptation” were 
at the core of these working papers. 
 
These approaches to solving problems recognize that most deconstructed problems 
take the form of many different problems with many different dimensions. While 
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exposing complexity, it also identifies the availability of more entry points for change, 
and grows the ‘change space’ and ‘readiness for change’ within the system. 
 
As well, if viewed within the context of the Beckhard/Gleicher change equation (D x V x 
F > R) where: 


 
D = dissatisfaction with the status quo 
V = vision of a positive future 
F = first steps in the direction of the vision 
R = resistance to change 


 
The movements and protests that occurred across the world earlier this spring/summer 
grew the “change space” locally and internationally, demonstrated significant 
dissatisfaction with the status quo, and outlined a positive future vision. 
 
First steps in the direction of that vision have been demonstrated by local city 
governments across Canada and the United States by rethinking how best to respond 
and support residents who are seeking help through the 911 system. The assessment 
currently underway by the Winnipeg Police Service examining the feasibility of 
establishing a PACT reflects and underscores a willingness to rethink how the City 
responds to 911 calls. 
 
A collection of media reports and actions from governments are collected for reference 
as Appendix E. 
 
Bloomberg Harvard Summer Fellowship 
 
The City of Winnipeg was fortunate to have been one of the few participating cities to be 
granted access to a summer fellowship research student. 
 
The summer fellowship program provided the City of Winnipeg with 10 weeks of 
research support at no cost to the City. 
 
Normally, the summer fellow would spend the duration of the fellowship living in the city 
and working directly with the public service. The COVID-19 pandemic and its associated 
restrictions on international travel required the fellowship to be undertaken remotely. 
  
Oriol Sole Borras, a medical doctor and Master of Public Health Candidate at the 
Harvard T.H. Chan School of Public Health, joined the Winnipeg team over the summer 
as part of the remote/virtual fellowship. 
 
He undertook a current state analysis of Winnipeg’s existing 911 response system. This 
included a review of existing emergency response agencies, models used in other 
jurisdictions in Canada and the United States, and examined different approaches to 
implementing a “fourth dispatchable option”. 
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His complete report is attached as Appendix A. A review of models used in other 
Canadian and United States jurisdictions is attached as Appendix B. This report makes 
an important distinction between “dispatchable” options and “non-dispatchable” options 
to respond to 911 calls that are identified as non-emergencies. 
 
Not every non-urgent call to 911 necessitates the dispatch of a response agency. 
However, while not emergent, these are still calls from residents seeking assistance 
who could benefit from being connected with existing health and social services within 
the community by strengthening the referral system between existing and future call 
centres within the City (311, 211, HealthLinks/InfoSante). 
 
The United Way Winnipeg joined the Bloomberg Harvard collaborative team earlier this 
fall, and work is underway to better integrate the 911 Communication Centre with the 
City of Winnipeg’s 311 service, the recently established 211 call service administered by 
the United Way Winnipeg, as well as HealthLinks/InfoSante by establishing referral 
pathways between these agencies. This report recommends that this work continue in 
order to provide “non-dispatchable” options to the 911 Communications Centre. 
 
The report also identifies opportunities to recast and reimagine the integration and 
operation of existing services within the Winnipeg Police Service and the Winnipeg Fire 
Paramedic Service: the Vulnerable Persons Unit (VPU) and the Emergency Paramedic 
in the Community (EPIC) program. These two services do represent paradigmatic shifts 
in the dispatch of emergency services, and could be a basis on which to establish a 
fourth “dispatchable” option. 
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FINANCIAL IMPACT 


Financial Impact Statement Date:  October 28, 2020


Project Name:


COMMENTS:


original signed by


Tanis Yanchishyn, CPA, CA


Manager of Finance (Campus)


Corporate Finance Department


Responding to 911 Calls for Help – The City of Winnipeg’s 


Participation in the Bloomberg Harvard City Leadership Initiative


There is no financial impact associated with the report recommendations.
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CONSULTATION 


 


Extensive internal consultation has occurred across City of Winnipeg departments 
including the Winnipeg Police Service, Community Services Department, 
Communications & Customer Service Department, and the Winnipeg Fire Paramedic 
Service. 
 
When reviewed in their totality, internal stakeholders represented well over a hundred 
years of combined experience in emergency care/response, dispatch, and 
administration, many of whom are all subject matter experts with extensive knowledge 
and excellent track records for making evidence-informed and meaningful system 
improvements. 
 
As a collaborative team with representation from external organizations, a significant 
amount of external consultation has also been undertaken. The COVID-19 pandemic 
did limit the breadth of the team’s capacity to consult. Notwithstanding this challenge, 
the team was able to connect with many individuals representing many different 
organizations.  
 


OURWINNIPEG POLICY ALIGNMENT 


 


OurWinnipeg Policy Alignment 
 
The City of Winnipeg’s work undertaken through the Bloomberg Harvard City 
Leadership Initiative aligns with the following policies of OurWinnipeg: 
 
4.1. Health Equity – Provide municipal services through a health equity lens, to fully 
leverage desired health and safety outcomes through proactive community 
development opportunities. 
4.2. Evidence-Informed Health Action – Leverage strategic partnerships on 
community health and development activities that promote resource pooling, data 
collection, information sharing, and joint action. 
4.3. Proactive Health Intervention – Utilize social determinants of health to 
understand and achieve poverty reduction, crime prevention and harm reduction. 
Practice early intervention and engage in community partnerships that fully leverage 
wrap-around supports, recreation and resources, and enable opportunities for all, and 
especially for those who are systemically disadvantaged. 
4.6. Community Safety – Facilitate a culture of safety and crime prevention across the 
City and community, by building trusting relationships to enable collaborative action. 
5.1. Equitable Service Access – Provide municipal services through a lens that 
promotes equitable access for all, with a focus on the youngest, oldest, and systemically 
disadvantaged members of the community. 
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The City of Winnipeg’s participation in the Bloomberg Harvard City Leadership Initiative 
also parallels the work undertaken operationally within the Winnipeg Police Service 
through the department’s calls-for-service management strategy. 
 
It also aligns with both the current and previous Winnipeg Police Board strategic plans. 
 
In the 2015-2019 strategic plan, as well as the recently adopted 2020-2025 strategic 
plan, the Winnipeg Police Board identified “efficient and effective service” and 
“community partnerships” as goals with strategic direction to “collaborate to reduce the 
demand for police response”, “explore innovative technologies”, and “instill a culture of 
continuous improvement”. 
 


WINNIPEG CLIMATE ACTION PLAN ALIGNMENT 
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Justice and Public Safety Ministers work together on shared priorities  
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OTTAWA, ON, Dec. 17, 2020 /CNW/ - Today, federal, provincial and territorial (FPT) ministers 
concluded two days of discussions on justice and public safety priorities that are important to 
Canadians. Due to restrictions caused by the COVID-19 pandemic, ministers held virtual 
meetings to continue to collaborate on shared priorities. 


Impacts of the COVID-19 pandemic on Canada's justice system 


Ministers resumed ongoing discussion on justice system recovery and the restoration of court 
operations. They committed to continue to collaborate by sharing practices put in place within 
their respective jurisdictions federally, provincially and territorially to support Canada's courts 
as they adapt and restore operations in response to the COVID-19 pandemic. Ministers were 
updated on the work being undertaken in this regard through the Action Committee on Court 
Operations in Response to COVID-19. They agreed to work together on the challenges and 
concerns regarding the delivery of court services to northern, remote and Indigenous 
communities. Ministers also discussed principles that should be reflected in actions taken by 
different orders of government in response to the challenges and concerns identified. They 
shared experiences and ideas for modernizing the justice system, including using technology, 
and other measures to address challenges that have been created or exacerbated by COVID-19. 


Ministers recognized the continuing challenges and financial pressures that each jurisdiction 
faces in delivering legal aid services, especially in light of COVID-19. They also discussed the 
need for increased funding for legal aid and agreed to continue to monitor the impact of the 
pandemic on the delivery of legal aid services. They also committed to collaborate to better 
legal aid services. 


Ministers shared actions taken and lessons learned to prevent, reduce and address the spread 
of COVID-19 in correctional facilities. They discussed what information has been valuable in 
making operational and policy decisions. They also agreed to continue to share next steps in 
their COVID-19 response and restoring correctional service operations focusing on how 
population density is adequately managed. 


Countering Bias and Racism in the Justice System 


Ministers acknowledged the realities of bias and racism in the justice system and the 
importance of further work to address these very serious issues. Ministers agreed to share 







ideas for initiatives and reforms to address these issues, including systemic racism in the justice 
and public safety sector. Some ministers also underscored the importance of disaggregated 
data collection efforts to better inform the development of responses to systemic racism in the 
justice system.* 
 
Prioritizing public safety and police work  
 
Ministers were updated on federal firearms-related initiatives, including funding to support 
youth-at-risk and combat gun and gang violence, and engagement with partners on handguns. 
They were also provided with an update on the rural crime initiative, and provided their 
support for the continued development of a pan-Canadian strategic framework on rural crime. 
 
Ministers also discussed Indigenous policing issues, including funding and the intention of the 
federal government to introduce legislation that would recognize Indigenous policing as an 
essential service. Ministers agreed to continue to work on these issues. They also emphasized 
that ongoing supports are necessary to launch and sustain community-led public safety 
initiatives that build capacity and allow for culturally and community relevant solutions. 
 
Ministers shared views regarding body-worn cameras for police officers, which can help 
respond to calls for increased transparency and accountability, as well as concerns over bias 
and racism. The federal government gave an update on its plans for implementing the use of 
such cameras across the RCMP, which provides policing services in many parts of the country. 
Other ministers provided updates on body-worn cameras in their jurisdictions. Discussions also 
included matters related to implementation and ongoing cost. 
 
Other priority items  
 
Federal Ministers updated their provincial and territorial colleagues on the recent federal Fall 
Economic Statement, which outlines important investments to support key justice and public 
safety priorities.   
 
Ministers agreed on the importance of ongoing collaboration to improve outcomes in the 
justice system for families and children, including cross-border maintenance order 
enforcement. Ministers exchanged updates on best practices for developing new and creative 
ways to deliver family justice services, including through Unified Family Courts (UFCs). Ministers 
acknowledged the current expansion of UFCs and agreed to maintain, where appropriate, open 
communication regarding possible future expansion. The importance of appointing additional 
judges to these courts as well as to the superior courts of provinces and territories that have 
not adopted the UFC model was also underscored.   
 
Collaborating with Indigenous organizations on justice and public safety issues  
 
Prior to their meeting, FPT Ministers engaged with representatives from the Assembly of First 
Nations, Inuit Tapiriit Kanatami, the Métis National Council, as well as the Native Women's 







Association of Canada. Discussions focused on three key issues: policing in Indigenous 
communities, countering bias and racism in the justice system, and progress towards a National 
Action Plan on Missing and Murdered Indigenous Women, Girls, Two-Spirit and LGBTQQIA 
people. The issue of legislative initiatives to implement the United Nations Declaration for the 
Recognition on the Rights of Indigenous Peoples was also raised. 
 
Quotes 
 
"Collaboration is essential to getting through challenging times. The conversations we have had 
with federal, provincial and territorial partners over the past three days are critical to the 
advancement of issues that affect Canadians from coast to coast to coast. They enhance the 
ability of governments to work in a coordinated way and strengthen our response to ongoing 
challenges. I am pleased with the progress we have made." 
 
The Honourable David Lametti, P.C., M.P., Q.C. 
Minister of Justice and Attorney General of Canada 
 
"This year has been difficult for all Canadians, making me all the more grateful to have had the 
opportunity to meet virtually with my provincial and territorial colleagues to advance important 
work relating to justice and public safety. I am encouraged by the collaboration and goodwill 
shared by all Ministers." 
 
The Honourable Bill Blair, P.C., M.P 
Minister of Public Safety and Emergency Preparedness 
 
*Quebec shares the objectives regarding issues related to combatting bias and racism, and 
intends to implement its own actions and measures, including those made public by the 
government of Quebec's Groupe d'action contre le racisme. 
 
SOURCE Department of Justice Canada 
 
 
For further information: media may contact: Media Relations, Department of Justice Canada, 
613-957-4207, media@justice.gc.ca; Media Relations Office, Public Safety Canada, (613) 991-
0657, ps.mediarelations-relationsaveclesmedias.sp@canada.ca 
 
Related Links 
http://www.justice.gc.ca 








Minister of Justice and Attorney General of Canada Supplementary Mandate Letter 
January 15, 2021 
Office of the Prime Minister 
 
Dear Mr. Lametti: 
 
Thank you for continuing to serve Canadians as Minister of Justice and Attorney General of 
Canada. 
 
Since my previous mandate letter to you, our country has been confronted by the most serious 
public health crisis we have ever faced. The global pandemic has had devastating impacts on 
lives and livelihoods and exposed fundamental gaps in our society. Challenges that existed 
before the pandemic remain and others have been exacerbated. In light of these realities, I am 
issuing this supplementary letter to outline further responsibilities and considerations that I 
expect you to undertake on behalf of Canadians. Nothing in this letter replaces any previous 
commitments or expectations. It is necessary for us to continue making progress on the 
commitments laid out in 2019, while ensuring our actions are centred on fighting the pandemic 
and building back better. 
 
Even as we continue to distribute vaccines across Canada, bold action continues to be required 
to fight this pandemic, save lives, support people and businesses throughout the remainder of 
this crisis and build back better. We need to work together to protect and create jobs, and to 
rebuild our country in a way that will create long-term competitiveness through clean growth. 
As articulated in the Speech from the Throne 2020 and Fall Economic Statement 2020, our four 
main priorities for making tangible progress for Canadians continue to be: protecting public 
health; ensuring a strong economic recovery; promoting a cleaner environment; and standing 
up for fairness and equality. 
 
Ongoing struggles around the world – and here at home – remind us of how important it is to 
keep working toward a brighter future. We are at a crossroads and must keep moving Canada 
forward to become stronger, more inclusive, and more resilient. It is part of your job to look out 
for Canadians, with particular attention to our most vulnerable. 
 
We need to continue delivering on our commitments by working together in a positive, open 
and collaborative way with Parliamentarians, with partners and with all Canadians. Where 
legislation is required, I expect you to continue working with the Leader of the Government in 
the House of Commons to make progress for Canadians within this minority Parliament. 
 
To be ready for what lies ahead, our Government must continue to be agile and use the best 
available science and evidence. Canadians are counting on us to ensure that today’s policies, 
programs and services are calibrated and targeted to match their needs. Therefore, I expect 
you to uphold our ongoing commitment to delivering real results and effective government for 
the people we are elected to serve.  
 







Many of our most important commitments continue to require a sustained partnership with 
provincial, territorial and municipal governments, and Indigenous partners, communities and 
governments. Always remember that our mandate comes from citizens who are served by all 
orders of government, and that it is in everyone’s interest that we work together to find 
common ground and make life better for Canadians. The President of the Queen’s Privy Council 
for Canada and Minister of Intergovernmental Affairs is the Government-wide lead on all 
relations with the provinces and territories. 
 
There remains no more important relationship to me and to Canada than the one with 
Indigenous Peoples. With respect and dignity, we remain committed to moving forward along 
the shared path of reconciliation. You, and indeed all ministers, must continue to play a role in 
helping to advance self-determination, close socio-economic gaps and eliminate systemic 
barriers facing First Nations, Inuit, and Métis Peoples. As Minister, I expect you to work in full 
partnership with Indigenous Peoples and communities to advance meaningful reconciliation. 
 
The Government has significantly increased spending during the pandemic in order to achieve 
our most pressing priority: to help protect Canadians’ health and financial security. Going 
forward, we must preserve Canada’s fiscal advantage and continue to be guided by values of 
sustainability and prudence. Therefore, our actions must focus on creating new jobs and 
supporting the middle class to preserve the strength of our economy.  
 
While fighting the pandemic must be our top priority, climate change still threatens our health, 
economy, way of life and planet. Clean growth is the best way to create good jobs and power 
our long-term economic recovery. I expect you and all ministers to pursue complementary 
partnerships and initiatives that will support our work to exceed our emissions reduction target, 
seize new market opportunities to create good jobs and prepare our country to adapt to the 
impacts of a changing climate. 
 
We remain committed to evidence-based decision-making that takes into consideration the 
impacts of policies on all Canadians and fully defends the Canadian Charter of Rights and 
Freedoms. You will apply Gender-based Analysis Plus (GBA+) in the decisions that you make and 
consider public policies through an intersectional lens in order to address systemic inequities 
including: systemic racism; unconscious bias; gender-based discrimination; barriers for persons 
with disabilities; discrimination against LGBTQ2 communities; and inequities faced by all 
vulnerable populations. Whenever possible, you will work to improve the quality and 
availability of disaggregated data to ensure that policy decisions benefit all communities. 
 
It is clear that this pandemic has disproportionately affected different communities throughout 
our country. Therefore, we must ensure our recovery includes all Canadians, with an emphasis 
on supporting those most affected. To this end, I expect that you will seek the advice and hear 
the perspectives of a diverse group of Canadians, in both official languages. Moreover, you will 
continue to rely on and develop meaningful relationships with civil society and stakeholders, 
including businesses of all sizes, organized labour, the broader public sector and the not-for-
profit and charitable sectors across Canada. 







 
Now more than ever, Canadians are relying on journalists and journalism for accurate and 
timely news, especially in the face of a concerning spread of misinformation. I expect you to 
foster a professional and respectful relationship with journalists to ensure that Canadians have 
the information they need to keep themselves and their families safe. 
 
Our ability to implement our Government’s priorities depends on consideration of the 
professional, non-partisan advice of public servants. Government employees perform their 
duties in service to Canada, with a goal of improving our country and the lives of all Canadians. I 
expect you to maintain a collaborative working relationship with your Deputy Minister, whose 
role, like the role of the public servants under their direction, is to support you in the 
performance of your responsibilities. 
 
Important ministerial responsibilities have been entrusted to you, notably delivering on the 
Government’s commitments that were set out in your 2019 mandate letter. I expect that you 
will keep me updated and proactively communicate with Canadians on the progress you are 
making toward our priorities. Always know that you can turn to me, and the Deputy Prime 
Minister, at any time for support. 
 
In addition to the priorities set out in my mandate letter to you in 2019, as Minister of Justice 
and Attorney General of Canada, you will implement on a priority basis the following 
commitments, as set out in the Speech from the Throne 2020 and building off the investments 
in the Fall Economic Statement 2020: 
 
In recognition of disproportionate impacts on groups including Indigenous Peoples and Black 
Canadians, introduce legislation and make investments that take action to address systemic 
inequities in the criminal justice system, including to promote enhanced use of pre- and post-
charge diversion and to better enable courts to impose sentences appropriate to the 
circumstances of individual cases. You will be supported in this work by the Minister of Crown-
Indigenous Relations, the Minister of Indigenous Services, the Minister of Diversity and 
Inclusion and Youth, the Minister for Women and Gender Equality and Rural Economic 
Development, the Minister of Northern Affairs and the Minister of Public Safety and Emergency 
Preparedness. 
 
With the support of the Minister of Crown-Indigenous Relations, ensure passage of the co-
developed legislation to implement the United Nations Declaration on the Rights of Indigenous 
Peoples. 
 
Work with the Minister of Seniors to establish new offences and penalties in the Criminal Code 
related to elder abuse and neglect. 
 
Continue to support the Minister of Public Safety and Emergency Preparedness in 
implementing our firearms commitments. 







Continue work to further ensure the Bench is reflective of Canada’s diversity, and improve 
methods of tracking progress. 
 
Work with the Minister of Canadian Heritage and the Minister of Public Safety and Emergency 
Preparedness to take action on combatting hate groups and online hate and harassment, 
ideologically motivated violent extremism and terrorist organizations. You will be supported in 
this work by the Minister of Diversity and Inclusion and Youth, the Minister for Women and 
Gender Equality and Rural Economic Development and the Minister of Innovation, Science and 
Industry. 
 
Develop, in consultation and cooperation with provinces, territories and Indigenous partners, 
an Indigenous Justice Strategy to address systemic discrimination and the overrepresentation 
of Indigenous people in the justice system. You will be supported in this work by the Minister of 
Crown-Indigenous Relations, the Minister of Indigenous Services, the Minister of Northern 
Affairs and the Minister of Public Safety and Emergency Preparedness. 
Sincerely, 
 
Prime Minister of Canada signature 
 
Rt. Hon. Justin Trudeau, P.C., M.P. 
Prime Minister of Canada 








Minister of Public Safety and Emergency Preparedness Supplementary Mandate Letter 
January 15, 2021 
Office of the Prime Minister 
 
Dear Mr. Blair: 
 
Thank you for continuing to serve Canadians as Minister of Public Safety and Emergency 
Preparedness. 
 
Since my previous mandate letter to you, our country has been confronted by the most serious 
public health crisis we have ever faced. The global pandemic has had devastating impacts on 
lives and livelihoods and exposed fundamental gaps in our society. Challenges that existed 
before the pandemic remain and others have been exacerbated. In light of these realities, I am 
issuing this supplementary letter to outline further responsibilities and considerations that I 
expect you to undertake on behalf of Canadians. Nothing in this letter replaces any previous 
commitments or expectations. It is necessary for us to continue making progress on the 
commitments laid out in 2019, while ensuring our actions are centred on fighting the pandemic 
and building back better. 
 
Even as we continue to distribute vaccines across Canada, bold action continues to be required 
to fight this pandemic, save lives, support people and businesses throughout the remainder of 
this crisis and build back better. We need to work together to protect and create jobs, and to 
rebuild our country in a way that will create long-term competitiveness through clean growth. 
As articulated in the Speech from the Throne 2020 and Fall Economic Statement 2020, our four 
main priorities for making tangible progress for Canadians continue to be: protecting public 
health; ensuring a strong economic recovery; promoting a cleaner environment; and standing 
up for fairness and equality. 
 
Ongoing struggles around the world – and here at home – remind us of how important it is to 
keep working toward a brighter future. We are at a crossroads and must keep moving Canada 
forward to become stronger, more inclusive, and more resilient. It is part of your job to look out 
for Canadians, with particular attention to our most vulnerable. 
 
We need to continue delivering on our commitments by working together in a positive, open 
and collaborative way with Parliamentarians, with partners and with all Canadians. Where 
legislation is required, I expect you to continue working with the Leader of the Government in 
the House of Commons to make progress for Canadians within this minority Parliament. 
 
To be ready for what lies ahead, our Government must continue to be agile and use the best 
available science and evidence. Canadians are counting on us to ensure that today’s policies, 
programs and services are calibrated and targeted to match their needs. Therefore, I expect 
you to uphold our ongoing commitment to delivering real results and effective government for 
the people we are elected to serve.  
 







Many of our most important commitments continue to require a sustained partnership with 
provincial, territorial and municipal governments, and Indigenous partners, communities and 
governments. Always remember that our mandate comes from citizens who are served by all 
orders of government, and that it is in everyone’s interest that we work together to find 
common ground and make life better for Canadians. The President of the Queen’s Privy Council 
for Canada and Minister of Intergovernmental Affairs is the Government-wide lead on all 
relations with the provinces and territories. 
 
There remains no more important relationship to me and to Canada than the one with 
Indigenous Peoples. With respect and dignity, we remain committed to moving forward along 
the shared path of reconciliation. You, and indeed all ministers, must continue to play a role in 
helping to advance self-determination, close socio-economic gaps and eliminate systemic 
barriers facing First Nations, Inuit, and Métis Peoples. As Minister, I expect you to work in full 
partnership with Indigenous Peoples and communities to advance meaningful reconciliation. 
 
The Government has significantly increased spending during the pandemic in order to achieve 
our most pressing priority: to help protect Canadians’ health and financial security. Going 
forward, we must preserve Canada’s fiscal advantage and continue to be guided by values of 
sustainability and prudence. Therefore, our actions must focus on creating new jobs and 
supporting the middle class to preserve the strength of our economy.  
 
While fighting the pandemic must be our top priority, climate change still threatens our health, 
economy, way of life and planet. Clean growth is the best way to create good jobs and power 
our long-term economic recovery. I expect you and all ministers to pursue complementary 
partnerships and initiatives that will support our work to exceed our emissions reduction target, 
seize new market opportunities to create good jobs and prepare our country to adapt to the 
impacts of a changing climate. 
 
We remain committed to evidence-based decision-making that takes into consideration the 
impacts of policies on all Canadians and fully defends the Canadian Charter of Rights and 
Freedoms. You will apply Gender-based Analysis Plus (GBA+) in the decisions that you make and 
consider public policies through an intersectional lens in order to address systemic inequities 
including: systemic racism; unconscious bias; gender-based discrimination; barriers for persons 
with disabilities; discrimination against LGBTQ2 communities; and inequities faced by all 
vulnerable populations. Whenever possible, you will work to improve the quality and 
availability of disaggregated data to ensure that policy decisions benefit all communities. 
 
It is clear that this pandemic has disproportionately affected different communities throughout 
our country. Therefore, we must ensure our recovery includes all Canadians, with an emphasis 
on supporting those most affected. To this end, I expect that you will seek the advice and hear 
the perspectives of a diverse group of Canadians, in both official languages. Moreover, you will 
continue to rely on and develop meaningful relationships with civil society and stakeholders, 
including businesses of all sizes, organized labour, the broader public sector and the not-for-
profit and charitable sectors across Canada. 







 
Now more than ever, Canadians are relying on journalists and journalism for accurate and 
timely news, especially in the face of a concerning spread of misinformation. I expect you to 
foster a professional and respectful relationship with journalists to ensure that Canadians have 
the information they need to keep themselves and their families safe. 
 
Our ability to implement our Government’s priorities depends on consideration of the 
professional, non-partisan advice of public servants. Government employees perform their 
duties in service to Canada, with a goal of improving our country and the lives of all Canadians. I 
expect you to maintain a collaborative working relationship with your Deputy Minister, whose 
role, like the role of the public servants under their direction, is to support you in the 
performance of your responsibilities. 
 
Important ministerial responsibilities have been entrusted to you, notably delivering on the 
Government’s commitments that were set out in your 2019 mandate letter. I expect that you 
will keep me updated and proactively communicate with Canadians on the progress you are 
making toward our priorities. Always know that you can turn to me, and the Deputy Prime 
Minister, at any time for support. 
 
In addition to the priorities set out in my mandate letter to you in 2019, as Minister of Public 
Safety and Emergency Preparedness, you will implement on a priority basis the following 
commitments, as set out in the Speech from the Throne 2020 and building off the investments 
in the Fall Economic Statement 2020: 
 
Continue working with the Minister of Health and the Minister of Immigration, Refugees and 
Citizenship to protect the health and safety of Canadians through safe, responsible and 
compassionate management of the border with the United States and other ports of entry into 
Canada. 
In recognition of disproportionate impacts on groups, including Indigenous Peoples and Black 
Canadians, introduce legislation and make investments that take action to address systemic 
inequities in the criminal justice system, including to better prepare people in federal custody 
for successful reintegration and to reduce barriers to record suspension. You will be supported 
in this work by the Minister of Crown-Indigenous Relations, the Minister of Indigenous Services, 
the Minister of Diversity and Inclusion and Youth, the Minister for Women and Gender Equality 
and Rural Economic Development, the Minister of Northern Affairs and the Minister of Justice 
and Attorney General of Canada. 
Take action to address systemic inequities in law enforcement and ensure that the Royal 
Canadian Mounted Police (RCMP) meets the needs and expectations of all Canadian 
communities, including by: 
Enhancing civilian oversight of the RCMP; 
Working with the Minister of Diversity and Inclusion and Youth to develop and deliver 
unconscious bias and cultural competency training to RCMP members and cadets and to 
national security agencies, in partnership with impacted communities; 
Continuing the implementation of body-worn cameras; 







Shifting toward community-led policing; and 
Implementing a comprehensive plan to make the RCMP a safe, healthy and supportive work 
environment for all employees and to address toxic workplace cultures, systemic discrimination 
and harassment. This includes creating an effective and independent body to investigate and 
adjudicate harassment complaints. You will be supported in this work by the Minister for 
Women and Gender Equality and Rural Economic Development and the Minister of Labour. 
Work with provinces and territories that are willing to move forward without delay to 
modernize use-of-force standards and continue to promote enhanced techniques for de-
escalation in policing and law enforcement. 
Introduce and bring into force legislation to create a review body for the Canada Border 
Services Agency, including measures to ensure that complaints and reports are responded to 
promptly. 
With the Minister of Indigenous Services, accelerate work to co-develop a legislative framework 
for First Nations policing that recognizes First Nations policing as an essential service and with 
interested communities to expand the number of communities served by First Nations policing. 
Work with the Minister of Canadian Heritage and the Minister of Justice and Attorney General 
of Canada to take action on combatting hate groups and online hate and harassment, 
ideologically motivated violent extremism, and terrorist organizations, including to ensure the 
RCMP and Canadian Security Intelligence Service are equipped to combat this growing threat. 
You will be supported in this work by the Minister of Diversity and Inclusion and Youth, the 
Minister for Women and Gender Equality and Rural Economic Development and the Minister of 
Innovation, Science and Industry. 
As part of Canada’s climate plan, work with the Minister of Environment and Climate Change, 
the Minister of Natural Resources and the Minister of Infrastructure and Communities, and 
with the support of the Special Representative for the Prairies, to develop a national climate 
change adaptation strategy and invest in reducing the impact of climate-related disasters, like 
floods and wildfires, to make communities safer and more resilient. In particular, continue 
working to create a new low-cost national flood insurance program to protect homeowners at 
high risk of flooding and without adequate insurance protection, as well as to develop a 
national action plan to assist homeowners with potential relocation for those at the highest risk 
of repeat flooding. 
With the support of the Minister of Justice and Attorney General of Canada, continue to 
implement our firearms commitments. 
In support of Canada’s response to COVID-19, work with the Minister of National Defence to 
respond to requests for assistance from provincial and territorial authorities and Indigenous 
partners. 
To address the opioid epidemic tearing through communities, which is an ongoing and 
worsening public health crisis: 
Continue efforts to reduce the smuggling of opioids and other synthetic drugs across Canadian 
borders; and 
Continue to support the Minister of Health to ensure Canada’s response to the current opioid 
crisis is robust, well-coordinated and effective. 
Continue to support the integrated government response led by the President of the Queen’s 
Privy Council for Canada and Minister of Intergovernmental Affairs to protect Canada’s 







democratic institutions, including the federal electoral process, against foreign interference and 
disinformation, including cyber threats. 
Work with the Minister of Innovation, Science and Industry, and in close collaboration with 
Canadian industry and post-secondary institutions, to safeguard Canada’s world-leading 
research ecosystem, as well as our intellectual property (IP) intensive businesses. 
Support the Minister of Transport and the Minister of Foreign Affairs to implement 
recommendations and lessons learned from the report of the Special Advisor for Canada’s 
ongoing response to the Ukraine International Airlines tragedy, including commemorating the 
lives of the victims and supporting their families, pursuing truth and accountability from Iran, 
and preventing future disasters through the Safer Skies Initiative. 
Support the Minister of Justice and Attorney General of Canada to develop an Indigenous 
Justice Strategy to address systemic discrimination and the overrepresentation of Indigenous 
people in the justice system. 
Sincerely, 
 
Prime Minister of Canada signature 
 
Rt. Hon. Justin Trudeau, P.C., M.P. 
Prime Minister of Canada 








The Honourable Michel Bastarache, C.C. Q.C. 
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EXECUTIVE SUMMARY


For more than 30 years there have been calls to fix sexual harassment in the RCMP. Internal and external 
reports have been delivered both to the RCMP and the Government of Canada outlining a toxic work 
environment for women and LGBTQ2S+ persons employed by the RCMP. It is well past time for the 
Government of Canada to take meaningful and radical action to address these issues. Sexual harassment 
and sexual assault not only harm the victims and their families, but also undermine the reputation of the 
RCMP as a policing organization.


One of the key findings of this Report is that the culture of the RCMP is toxic and tolerates misogynistic 
and homophobic attitudes amongst its leaders and members. This culture has resulted in incalculable 
damage to female members of the RCMP as well as those working for the public service. A change in 
the culture of the RCMP is essential. This Report concludes that change cannot come from within the 
RCMP but must be initiated from external sources. As the Hon. Marie Deschamps wrote in 2015 in the 
context of the Canadian Forces: “It is not enough to simply revise policies or to repeat the mantra of 
“zero tolerance”. Leaders must acknowledge that sexual misconduct is a real and serious problem for 
the organization, one that requires their own direct and sustained attention.”


No amount of financial compensation can undo the harm the Assessors witnessed. If real action is not 
taken, the RCMP will find itself in the same place again in a few years.


SCOPE AND MANDATE OF THE REVIEW


The mandate of the Assessors under the Merlo Davidson Settlement Agreement was to assess claims 
for compensation made by women who had experienced sexual harassment and gender or sexual 
orientation based discrimination while working for the RCMP as a regular member, a civilian member or 
a public service employee. Harassment was defined broadly and encompassed sexual assaults. A nexus 
to the claimant’s gender or sexual orientation was required before compensation could be awarded.  
A significant number of claims were not compensated because a claimant did not demonstrate a 
sufficient connection to her gender or sexual orientation even if, in most of these cases, I believed that 
the claimants lived through the very difficult events described in their files. 


The amount of compensation awarded was determined in accordance with six incremental levels of 
injury. Claimants whose claims were preliminarily assessed at level 3 or higher were interviewed by one 
of the Assessors. In all, 3,086 claims were received, 644 interviews were conducted, and 2,304 claimants 
were awarded compensation. Claims were received from all provinces and territories and across all 
ranks and ages.


As part of my mandate, I was to prepare a report that set out my observations and Recommendations 
arising from the claims process and deliver it to the RCMP. This is that report. The two Additional 
Assessors contributed to this Report, but the conclusions and Recommendations are mine.
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THE CULTURE OF THE RCMP IS TOXIC


The RCMP is a hierarchical para-military police organization with responsibilities in the areas of federal 
enforcement, forensic support, protective duties and is also responsible for the day-to-day local 
policing in a number of provinces. The stated values of the RCMP are Honesty, Integrity, Professionalism, 
Compassion, Accountability and Respect. However, the accounts that were submitted by claimants in 
the Merlo Davidson claims process demonstrated repeatedly how those values were undermined by 
the RCMP’s toxic culture which tolerates misogyny and homophobia by its members and its leaders.


While acknowledging that the Assessors met only with those who had experienced serious forms of 
sexual harassment and discrimination based on their gender or sexual orientation, the accounts were 
consistent from decade to decade. The level of violence and sexual assault that was reported was 
shocking. Indeed, over 130 claimants disclosed penetrative sexual assaults. Other claimants described a 
sexualized environment in RCMP workplaces. This was characterized by the frequent use of swear words 
and highly degrading expressions that reference women’s bodies, sexual jokes, innuendos, discriminatory 
comments with respect to the abilities of women, and unwelcome sexual touching. Of particular concern 
in the context of policing was the denial, or the threat of the denial, of backup. Similarly, women who 
identified as LGBTQ2S+ were also subjected to ostracization, pejorative comments, sexual assaults and 
being outed without their consent. 


It is impossible to fully convey the depth of the pain that the Assessors witnessed in the 644 interviews 
that were conducted and 3,086 claims that were assessed. What the women told the Assessors shocked 
them to their core. This process has forever tarnished the image of the RCMP as a Canadian icon. Bright, 
well-educated women said that they joined the RCMP seeking to help others, sometimes because they 
themselves had needed help as a young person. They told the Assessors of the brutal treatment they 
experienced which ground them down, broke their confidence, and shattered their trust in their fellow 
officers. The full tragedy and suffering of what the RCMP’s failure to provide a safe workplace has done 
to these women is overwhelming.


Many women that the Assessors interviewed had been diagnosed with serious psychological injuries 
including Major Depressive Disorder, Post-Traumatic Stress Disorder, Generalized Anxiety Disorder, 
panic attacks and substance dependence. Claimants also reported a lack of trust in the RCMP, a lack 
of trust in men, feelings of isolation, withdrawal from social activities, friendships and sexual relations, 
humiliation, lack of self-esteem and lack of confidence. Many women experienced eating disorders, 
alcohol abuse, panic attacks, vomiting on the way to work, inability to maintain a positive relationship 
with their spouse and children. Some reported intentionally injuring themselves repeatedly. Self-blame 
is common, even after blatant sexual assaults. We heard stories of women who sat with their service 
revolvers in their mouths and were only stopped from killing themselves when they thought of their 
children or their pets. Heartbreaking stories of despair. One claimant committed suicide during the 
claims process.


I have concluded, based on everything I was told over the past 3 years, that the culture of the RCMP 
is toxic and tolerates misogyny and homophobia at all ranks and in all provinces and territories. This 
culture does not reflect the stated values of the RCMP, and it is found throughout the organization. 
RCMP members and officers are forced to accept that they must function in the context of this culture 
to succeed. RCMP employees appear to blame the “bad apples” without recognizing the systemic and 
internal origins of this conduct.
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THE RCMP HAS HAD YEARS TO FIX THE PROBLEM


Comprehensive cultural change is required. For the last 30 years issues of workplace and sexual 
harassment and discrimination have been brought to the attention of the Government of Canada and 
the RCMP through internal reports, external reports and litigation before the Courts. The measures 
taken in response have not, in my view, succeeded in addressing the underlying issues arising from the 
RCMP’s toxic culture.


Indeed, based on my review of former reports and litigation and conversations with 644 women, I am 
not convinced that positive cultural change can occur without external pressure. 


As such, I conclude that the time has come for an in depth, external and independent review of the organ-
ization and future of the RCMP as a federal policing organization.


SPECIFIC RECOMMENDATIONS


A great number of important issues were highlighted by the claims I reviewed and the claimants I spoke 
with. Each of these issues has contributed, in a way, to the perpetuation of gender or sexual orienta-
tion-based harassment and discrimination in the RCMP. I feel it is important to address these issues that 
were described to me by multiple claimants. These issues are: systemic barriers, recruitment, training 
at Depot, recruit field training, postings, ongoing training, human resources and staffing, maternity and 
parental leave, employment flexibility, grievances and discipline, mental health, promotions, leadership, 
specialized teams and medical examinations abuse.


In the chapter 6 of my Report, I set out my findings, the suggestions of the claimants and my 
Recommendations in relation to these topics. These are concrete steps that can be implemented 
by the RCMP immediately to address some of the concerns raised by claimants. In all there are 52 
Recommendations. These are not in lieu of the independent external review that I recommend be 
undertaken, but can be implemented as a stop gap measure. 


Systemic Barriers


Throughout the claims process I was made aware of a number of systemic barriers that women faced 
in succeeding in the RCMP. Some have been addressed and some have not. Not all of the systemic 
issues that exist have been identified and as such, I am of the opinion that the RCMP should undertake 
a review of its policies and programmes with a view to identifying and resolving issues that perpetuate 
systemic barriers to women and LGBTQ2S+ women in the RCMP.


Recruitment


From what I am told the RCMP is not recruiting the right kind of person to serve in a modern policing 
organization. Low entry requirements and high turnover must be addressed. Applicants should be 
subjected to an in-depth screening not just of issues of criminality but to determine if they have demon-
strated misogynistic, homophobic or racist tendencies in the past. The RCMP should also require at least 
two years of post-secondary education from its applicants. This is consistent with equivalent policing 
organizations in other countries. 
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Training at Depot


From what I am told, the training at Depot is intended to break a cadet down and rebuild her in the 
RCMP mould. It is intended to instil an esprit de corps based on para-military training. Unfortunately, 
the esprit de corps does not seem to extend to women, particularly on leaving Depot. I was told that a 
significant amount of sexualized conduct, drinking and abusive relationships between instructors and 
cadets occurred at Depot. Although I heard that over time, Depot had changed for the better, I still 
heard recent accounts of similar behaviour being tolerated or perpetrated by Depot instructors and 
cadets. I am of the view that the nature of the training that cadets receive at Depot contributes to the 
continuation of a toxic culture in the RCMP. In my view, it is time to revisit the approach of the training 
given to cadets at Depot and consider whether it is appropriate in a modern policing context.


Recruit Field Training


Recruit field training takes place in the first 6 months after a recruit leaves Depot and is posted to a 
detachment. Each recruit is assigned a trainer who is responsible for mentoring the recruit. During 
this period, recruits are on probation and the trainer has significant authority over them. I heard many 
accounts of this power being abused and resulting sexual assaults. In other cases, I was told that a male 
trainer did not want to train a female recruit and did not do so effectively or at all. This put systemic 
barriers in  these  female recruit’s career path as they were not properly trained to perform her policing 
functions. In my view, recruits should be provided with a mentor who is not their trainer. There should 
be a counselling programme to assist recruits during this period. Most importantly, I believe that the 
recruit field training component should be formalized and made part of Depot with effective oversight 
and a confidential mechanism to report harassment or discriminatory conduct by a trainer.


Postings


Newly graduated women recruits told me that they thought that the conduct at Depot was temporary and 
it would be different when they were posted to their new detachment. However, many of the postings are 
in remote locations where the recruit had no social support network and was reliant on her colleagues 
(often male). Removing young recruits from their support network at the beginning of their career, for 
instance by assigning a posting on the other end of the country far from family and friends, makes 
them overly vulnerable, particularly to the hazing, especially if they are the only woman member in the 
detachment, which is often the case. Housing is also an issue for these members who are either forced 
to share common housing with male members or forced to commute for long distances and at great 
expense financially and to the detriment of their ability to learn. 


Ongoing Training


Training in the RCMP is essential for members to advance their careers. I was told there is no transparency 
regarding how courses are allocated. The allocation of training was, and remains, overly discretionary. 
It can, and often does, serve as a not-so-subtle tool of discrimination or a lever for those seeking to 
abuse their authority through the dispensing of benefits and rewards. All of the Assessors were told 
stories of claimants being removed from courses or not allowed to go on courses as a form of reprisal 
for not agreeing to a sexual relationship with a supervisor, or for making a complaint about harassment. 
Claimants told stories of asking for a course for years, only to see it given to a much junior male member. 
By refusing women training, men had a way in which to ‘keep them in their place’. In some instances, this 
was the explicit stated intent, in others it was simply a by-product of unconscious bias and favouritism. 
In either case, the impact on a woman’s career was usually negative. 


Training should not be a tool of sexual harassment, discrimination, or retaliation. It should be allocated 
fairly and transparently based on a member’s career plan and merit.
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Human Resources and Staffing


Many of the claimants told me and the other Assessors that they felt they were treated in a discriminatory 
manner by the Human Resources / Staffing section of the RCMP because of their gender or sexual 
orientation. They explained that some members, working in human resources or staffing functions, held 
inherent biases, notably that a man’s career was more important than a woman’s career, that same-sex 
marriage is not the equivalent of a straight marriage, and that women should care for children at the 
expense of their careers. While I was told that these biases are less explicit today, I was told of recent 
instances in which these biases impacted women’s career aspirations.


Maternity and Parental Leave and Employment Flexibility


The issue of pregnancy and maternity leave came up in numerous claims. Given the lack of support from 
both the hierarchy and the Human resources department, it is hardly surprising that pregnant women 
were treated poorly when they announced their pregnancy. Many claimants reported that their male 
superiors reacted by cursing at them when they shared their happy news. These same supervisors were 
not supportive during the pregnancy. Some told me of the different reaction that occurred when a man 
announced that he was going to become a father. Claimants described hiding their pregnancies and 
remaining on active duty far too long, potentially putting their child at risk to avoid criticism. Some told us 
stories of engaging in arrests or other dangerous duties as far as seven months into their pregnancies. 
The refusal or failure to fill a pregnant woman’s position while she is on maternity leave makes matters 
worse as the other members must share a larger workload during her absence. Claimants told us that 
they returned to work early to avoid letting down the team, leaving young babies with daycares or family 
members. This issue is not new. It has been raised in several reports since at least 2007. 


Grievances and Discipline


There were three key issues brought to my attention in relation to the grievance and discipline process: 
the perception of bias and unfairness; the likelihood of retaliation for making a complaint; and, the lack 
of meaningful (or any) consequences for those found to have sexually harassed women or engaged 
in other gender or sexual orientation based discriminatory conduct. In my view, the changes to the 
disciplinary regime made by the 2014 RCMP Accountability Act have not resolved these concerns.  
I frequently heard from claimants that they would never use the harassment process as it was a horrific 
and difficult process which resulted in retaliation and little or any consequences for the perpetrator.  
Changes must be made to the process to make it more confidential and independent. There should 
also be spot audits of detachments or units to ensure that issues of harassment and discrimination are 
identified without the need of an individual complaint.


Mental Health


Policing puts individuals at high risk of operational injuries, both psychological and physical. The added 
burden of sexual harassment and discrimination made matters worse, while the prevailing culture 
discouraged women members from seeking psychological support. Many claimants told us that they 
did not seek psychological support because they were afraid of the impact on their career. They said 
that there were supervisors obtaining access to confidential medical records that they had no author-
ization to see, to their detriment. 


There is still a stigma attached to mental illness. Employees (male and female) are told that they must 
“suck it up” or “push through it”. Women who have asked for a post-incident debrief have been laughed 
at and told to take it like a man. Indeed, we heard stories of supervisors, who openly criticize women who 
resort to psychological assistance because they identify this as a sign of weakness, instead of looking 
for the cause of the trauma. This type of criticism has a negative impact on an individual’s reputation 
and limits her career advancement. 
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Claimants told us that they were prepared for the horrific things that they witnessed as part of their 
duties as police officers. However, many believed that the constant stress of having to watch their backs 
or being subjected to harassment and discrimination undermined their natural resilience and left them 
more susceptible to psychological injuries. This was documented in several psychological assessments 
provided to us. In my view, based on the medical reports submitted to us, many of the claimants we 
spoke to would not have suffered as much from the psychological injuries that they did if they had not 
faced such a hostile workplace.


Promotions


Many claimants told us that they are of the view that the promotional process is fundamentally unfair 
and flawed. The promotional system was described to me as the “friends and family” plan. Harassment 
and discrimination are perpetuated by what many women described as the “old boys’ club”, referring 
to a network that they say exists between men (and now like-minded women) that asserts control over 
the RCMP and how it approaches change, who it promotes and who it holds back. Those that belong to 
the Club have a vested interest in the status quo which gives them preferential treatment. This network 
controls access to training and promotion opportunities. 


Even when women were promoted, many were of the view that they were streamed into “soft” or “pink” 
functions. I was also told that women who are promoted are not always given the same respect or support 
as their male colleagues. We were told of numerous incidents in which a junior male member questioned 
and refused to follow the orders of a woman of superior rank. Even when such behaviour was raised with 
a more senior male officer, it was often disregarded or worse tacitly approved.


The way promotions are awarded also contributes to a reluctance or inability to report incidents of 
harassment from colleagues or supervisors who are needed to attest to a claimant’s description of her 
competencies and related examples. 


In my view, the promotional process should be reviewed to ensure that it is blind and solely based on 
merit. There should also be consideration given to the actions taken by those seeking promotions that 
demonstrate that they support their colleagues and teams.


Leadership


Leadership is key in making effective cultural change and maintaining a respect and professional 
workplace. We were told that a workplace was positive if a detachment commander demonstrated 
respect and professionalism; conversely, where a commander tolerated disrespect and unprofessional 
conduct, the workplace was negative. Who is promoted and what roles they are given is essential to 
meaningful change. In my view, more must be done to ensure effective leadership at all ranks, but 
particularly in senior NCO and officer cadre. Accountability and training are key to ensuring that leaders 
function effectively.


Specialized teams


We hear numerous accounts of sexual assault and gender-based discrimination arising out of specialized 
teams such as the undercover team, the tactical teams, the canine unit and the iconic Musical Ride. 
Better oversight of these teams is required in addition to a review of the requirements to identify systemic 
barriers based on gender.
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Medical Examinations


The stories that I was told about the sexual abuse that female applicants suffered at the hands of 
RCMP doctors were shocking. What was worse, was that it appears that the behaviour of these doctors 
was known to others in the RCMP. Some women were compensated for the assaults they experienced 
because they were otherwise employed by the RCMP at the time of their examination. Others could not 
be compensated as they did not qualify under the Merlo Davidson definition of primary class member. 
In my view, it is unjust to compensate some of the victims and not all of them. I therefore recommend 
that steps be taken by Canada to compensate those who were not eligible under this process.


Civilian Members and Public Service Employees


When speaking with Civilian Members and Public Service Employees it became apparent that these 
women were doubly stigmatized: they were women, and, they were not Regular Members of the RCMP. 
Often, these women were unable to move away from negative environments and unaware or unable to 
access resources to assist them when they experienced sexual harassment or discrimination based on 
their gender or sexual orientation.


CONCLUSION


In recent years, there has been an increasing number of complaints about how the traditional, paramil-
itary, male-dominated culture of the RCMP has given rise to too many incidents of harassment, bullying 
and an apparent refusal to acknowledge the realities of a diverse society and workforce. 


Financial settlements of class-action lawsuits will not change this culture; what is required is a wholesale 
change of the negative aspects of the culture, starting from the top but engaging employees at all 
levels – both regular members, and public service employees – in the creation of a more inclusive and 
respectful workplace. 


This is a long-term endeavour that requires vision, leadership and determination over a decade or more. 
At this point, many of the claimants I spoke to do not see a capacity to make these changes in the RCMP 
as it is currently structured. Indeed, there are strong reasons to doubt that the RCMP has the capacity 
or the will to make the changes necessary to address the toxic aspects of its culture. 


I believe that true change can only take hold in the RCMP if independent external pressure is brought 
to bear on it. Trying to solve problems from within has been attempted several times and the result has 
been that the cultural biases and prejudices that exist within the organization have not been eliminated 
by the proposed solutions. 


It is my view that fixing the RCMP and addressing the negative culture that has taken root in it will take 
an immense effort and will require the good will of its leaders and members. Most of these individuals 
are invested in the status quo and will not likely want to make the necessary changes to eradicate this 
toxic culture. 
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There have been calls for fundamental change to the RCMP with respect to its organization and 
governance to transform it into a modern police force. Some were recently discussed in the media. The 
possibility of fundamental structural change was also mentioned in the 2007 Brown Task Force report: 


“Much has been said and written about the complexity of the RCMP given the organization’s law 
enforcement responsibilities in Canada and abroad. It would therefore not be unreasonable to argue 
that some or all of the solution to issues confronting the Force rests in breaking it up. Such a consider-
ation would require a much broader public policy debate as to the policing model which best suits 
Canada and best serves Canadians.”


Such a fundamental restructuring may be necessary to resolve entrenched issues of misogyny, racism 
and homophobia but will require an in-depth review which is beyond my mandate. In my view however, 
it is time to discuss the need to make fundamental changes to the RCMP and federal policing. I am of 
the view that cultural change is highly unlikely to come from within the RCMP. It has had many years and 
many reports and Recommendations and yet the unacceptable behaviours continue to occur. Women 
who supported a fresh start were of the view that they, as women, would be better accepted in a modern, 
federal policing organization. It is my belief the time has come for the Government of Canada to ask 
some hard questions about the structure and governance of federal policing.
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RECOMMENDATIONS


A) SYSTEMIC BARRIERS


• Examine, through an independent study, all aspects of the RCMP to identify systemic 
barriers in place that prevent women from succeeding in the RCMP and specify ways in 
which those barriers can be removed. 


B) RECRUITMENT


• Perform a careful analysis of what will constitute “merit” in the recruitment of RCMP 
members, considering the need to remove systemic barriers and to allow for specialized 
roles and functions.


• Require a minimum level of 2 years of post-secondary education or training to apply to 
the RCMP. I recommend that the RCMP study the recent changes to recruitment recently 
adopted in the UK which give options for varying ways to meet this requirement.


• Encourage applications from diverse groups including women, LGTQ2S+ people and 
racialized communities and implement programs to assist them in meeting the entry 
requirements where necessary.


• Conduct effective and detailed background checks on applicants’ views on diversity and 
women. Eliminate those who are not able to function with women, Indigenous people, 
racialized minorities or LGBTQ2S+ persons and are unwilling to accept the principles of 
equality and equal opportunity for all. Screening must consider all incidents of harassment 
and domestic violence.


C) TRAINING AT DEPOT


• The RCMP should appoint an external expert to review the training program at Depot to 
ensure that it meets the requirements of a modern police force and promotes a positive 
police training that addresses issues of harassment and discrimination, and teaches 
recruits about the Charter value of equality.


• During the time required for the external study, the RCMP should establish and enforce 
a zero-tolerance policy for harassment and discrimination at Depot with meaningful 
consequences.


• The RCMP should ensure an effective anti-harassment and discrimination course is 
taught at Depot that includes role-playing as well as participation by members who have 
experienced harassing conduct.
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D) RECRUIT FIELD TRAINING


• Establish a mentorship program for women within the Detachment to address adjustment  
to the force. The mentor must not be the individual’s trainer.


• Establish a mandatory counselling program for all recruits during the 6-month training 
period. 


• Formalize and professionalize the Recruit Field Training program by making it part of 
Depot with effective oversight and consistent curriculum / targets. This should include a 
confidential mechanism to report harassment or discriminatory conduct by the trainer. 


E) POSTINGS


• Post female recruits to detachments in areas where they have adequate housing and  
social support unless they request otherwise.


F) ONGOING TRAINING


• There must be transparency in allocating courses.


• The RCMP must implement an early and effective career plan for all members  
that continues throughout their career with appropriate accountability for ensuring that 
the member is effectively supported. This plan should determine the allocation of training 
and postings.


• The RCMP should centralize the allocation of training so that the discretion to grant 
courses no longer rests with a member’s direct supervisor.


G) HUMAN RESOURCES AND STAFFING


• Study the implementation of a model which creates an independent human resource 
branch.


• Ensure that Human Resources staff are trained professionals.


• Ensure that Human Resources staff understand the need to remove systemic barriers 
against women and are trained on how to do so.
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H) MATERNITY AND PARENTAL LEAVE


• Women who are on administrative duties because of pregnancy should be given 
meaningful work that is commensurate with their experience and competencies whenever 
possible. Managers should be held accountable for the assignments given to women by 
human resources or some other section outside the detachment.


• The Government must provide sufficient funding to maintain effective human resource 
levels in all detachments including when women take maternity leave.


• The RCMP must ensure that it has a system to ensure that resource levels required  
for operational duties are always maintained and, on an organization-wide basis,  
not on a Division by Division basis over the next 2-3 years.


• Positions should be backfilled so that women are not resented for having children.


• The idea of floaters – members that can be deployed where necessary to ensure 
appropriate coverage, should be endorsed. 


• The transfer of RCMP members who have young children should be reduced


I) EMPLOYMENT FLEXIBILITY


• Establish daycares in all large detachments.


• Ensure that all members (men and women) are aware of and are not penalized for 
requesting job sharing and/or part-time status.


J) GRIEVANCES AND DISCIPLINE


• Create an effective, external and independent body to which RCMP employees may report 
sexual harassment or misconduct which has the power to investigate and make binding 
findings of fact and recommend penalties. 


• Mediation or other informal measures should not be used in the context of sexual 
harassment accompanied by violence. 


• The RCMP must address the problem of reprisals for making harassment complaints. 
The isolation of complainants, refusals to provide them with backup, and other forms of 
punishment such as the refusal of training or transfers must be eliminated. 


• Sanctions for those found to have been harassing in the workplace must be effective and 
include suspensions without pay for longer periods, demotions, removal of supervisory 
responsibilities for an extended period; ban applying for promotions with no discretionary 
override. Dismissal should be the sanction for serious or repeated offences. Victims should 
not be transferred unless they request it. 
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• Those accused of sexual harassment (including assaults) should not be allowed to  
retire before the conclusion of an investigation and conduct process. 


• A system to monitor those who have been found to have harassed members in the 
workplace should be implemented. A second finding of harassment should result  
in automatic dismissal.


• Alleged sexual assaults should be disclosed immediately to the appropriate external 
investigatory body. 


K) MENTAL HEALTH


• Invite the Privacy Commissioner to investigate the RCMP’s use and disclosure  
of individuals’ medical information on an institution wide basis.


• Integrate Health Services into an independent Human Resource branch to address 
potential conflict of interest issues.


• Require that Health Services flag retirement or discharge proceedings if a mental health 
issue is identified. A feasibility of a return to work option should be considered prior to  
the RCMP approving a request for discharge. 


• Require regular mental health assessments for all members.


• Implement an organization-wide alcohol and drug awareness campaign outlining  
the hazards of using these for the purposes of dealing with trauma.


• Define hazing in the Code of Conduct and make it an offence to participate in it.


• Develop resources to foster a workplace culture in which members can safely debrief 
following critical or disturbing incidents.


L) PROMOTIONS


• Use a rigorous “blind” process for promotions by assigning a random number to a 
candidate. No information about the gender, race, or medical or other leave taken  
by the applicant should be disclosed. 


• Gather data on the number of women who are supervisors in operational versus 
administrative roles and, if there is a significant discrepancy, implement an action plan 
which would include a mentorship programme to encourage women to apply  
for promotions in these operational areas.
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M) LEADERSHIP


• Leadership training should begin at Depot and be continually emphasized throughout  
a member’s career.


• Members should be required to recommit upholding the Code of Conduct every time  
they are promoted.


• Leaders should be held accountable for failing to act when they become aware of 
harassment or discrimination in their areas of responsibility. Leaders should not be 
penalized for the existence of harassment and discrimination complaints in their sections 
if appropriate action is taken in a timely and effective manner. Areas in which there are  
no complaints or grievances should be audited promptly.


• Ensure that all leadership training is done in-person and involves role-playing exercises 
which are key adult learning programmes. Online courses or in class non-participatory 
classes are insufficient.


• Require a complete evaluation of commissioned officers every 3-5 years and in any event 
before they are promoted again.


N) SPECIALIZED TEAMS


• The RCMP must ensure that there is an effective oversight of specialized teams and  
in particular of the conduct of its undercover team members.


• The RCMP should establish a confidential, independent mechanism for members of these 
teams to make complaints concerning harassment or violence in the workplace.


O) MEDICAL EXAMINATION


• The RCMP should compensate women who were abused by the medical officers during 
the application process and were not eligible for compensation under the Merlo Davidson 
Settlement Agreement.


P)  TEMPORARY CIVILIAN EMPLOYEES, CIVILIAN MEMBERS  
AND PUBLIC SERVICE EMPLOYEES


• Ensure that Regular Members be better informed of the importance of the role played  
by CMs and PSEs to address the discrimination described to the Assessors.


• Public Service Employees should have a clear reporting relationship with a public service 
manager to whom they may seek assistance in relation to a difficult or isolated workplace.
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INTRODUCTION


Janet Merlo and Linda Gillis Davidson are two women who served in the RCMP. During their service, 
they were subjected to sexual harassment by other RCMP members. They courageously sued Canada 
for injuries suffered by themselves and other women who had worked for the RCMP since 1974. As a 
result, the Government of Canada recognized that discrimination and harassment were systemic in 
the RCMP and agreed to compensate thousands of women who had been subjected to misogynistic 
and homophobic conduct by members and employees of the RCMP. The Settlement Agreement in the  
Merlo Davidson class action was approved on May 30, 2017.


This class action was not the first legal proceeding to raise issues of sexual harassment, and gender 
and sexual orientation-based discrimination in the RCMP. Indeed, these issues have been before the 
Courts and have been raised in Parliament. They have been the subject of internal and external reports 
provided to the RCMP and the Government for over 30 years.


Following the settlement of the Merlo Davidson class action, I was appointed to make determina-
tions on the level of compensation to be awarded to the women who have been harmed during their 
employment in the RCMP. At the end of 2019, as a result of an overwhelming response by women, two 
other Assessors, the Honourable Lynn Smith and the Honourable Marion Allan, both former judges 
of the British Columbia Supreme Court, were appointed to assist me. In all, I received 3,086 claims 
and I and the other Assessors conducted 644 interviews. The claims were made by women who were  
(or had been) Regular Members, Civilian Members or Public Service Employees of the RCMP. They were 
received from all 10 provinces and three territories. They spanned a period of over 40 years.


As part of my mandate, I was asked to produce a Report setting out my observations arising from my 
review of these claims.


This Report outlines the shocking stories told to me and to my fellow Assessors by current and former 
employees of the RCMP. It also sets out my Recommendations for action on the part of the government 
and the RCMP.


What I learned in reviewing claims and speaking to claimants has led me to conclude that the RCMP 
has a toxic culture which has proved intractable to change despite numerous reports and substantial 
litigation costs. This culture promotes, or at the very least tolerates, misogynistic, racist and homophobic 
attitudes among many members of the RCMP. Such attitudes cause harm and are inconsistent with the 
Charter values of equality. They must not be allowed to persist.
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I base this conclusion on the numerous accounts of sexual assaults, careers destroyed by rumour and 
discrimination, and the untold harm, both physical and psychological, suffered by over 2,000 women 
over more than 40 years. I am convinced that only external pressure will result in meaningful reform;  
a piecemeal approach has proven ineffective. As such, it is my opinion that it is time that an independent, 
thorough, and external review of the future of the RCMP be conducted. Such a study is beyond my 
mandate and I am therefore calling on the federal government to consider establishing an independent 
Commission of Inquiry into the future of the RCMP.


If effective steps are not taken now, I believe that there will be more class actions in the foreseeable 
future. Paying victims for the harm done to them and believing that this will resolve the issue is not a 
reasonable approach for the victims or for the Canadian public. 


I believe that the implementation of the Merlo Davidson Agreement was a formidable task. I have 
described in the Report what had to be done to reach our goal, to provide a fair and consistent process 
for claimants. I had a staff of 21 working for me over a period of three years. I want to recognize their 
commitment to participate in a very professional way and thank them not only for myself but also for 
the women affected by the RCMP’s culture, and for the people of Canada whom the RCMP is meant to 
serve and protect.


Introduction
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HISTORICAL DEVELOPMENT  
OF THE SETTLEMENT AGREEMENT


The Settlement Agreement resolved two class actions. The first was started in 2012 in British Columbia; 
the second in Ontario in 2015. The class actions alleged RCMP employees sexually harassed and 
discriminated against women in the RCMP based on their gender and sexual orientation. 


I MERLO V CANADA


The first class action was filed by Constable Janet Merlo in 2012 after enduring years of sexual 
harassment. She filed a Notice of Civil Claim under British Columbia’s class action legislation, alleging:


[…] discrimination against, bullying of, and harassment of, female Members, Civilian Members, 
and Public Service Employees, because they are women. The Plaintiff alleges that she and fellow 
female Members, Civilian Members and Public Service Employees were subject to gender-based 
discrimination, bullying and harassment. She further alleges that the RCMP failed to exercise the 
duty to women in the RCMP to ensure that they could work in an environment free of gender-based 
discrimination, bullying and harassment.1


This was not the first time that female RCMP members had sued for damages related to sexual harassment 
and assault, but it was the first time that women had started a class action.2


The RCMP moved to strike Constable Merlo’s proposed class action. In June 2013, the Supreme Court 
of British Columbia ordered that Constable Merlo’s motion to certify the class action and the RCMP’s 
motion to strike Constable Merlo’s claim would be heard together. Both motions were heard in June 
and November 2015. However, no decision was rendered on the motions, as the parties reached the 
settlement that led to the Claims Process being established.


1


1.  Merlo v Canada et al, Statement of Claim at para 5 (Supreme Court of British Columbia File No. S122255  
(Vancouver Registry)).


2. For an overview of previous claims related to sexual harassment see Chapter 4.
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II DAVIDSON V CANADA


In March 2015, Inspector Linda Davidson filed a Statement of Claim under Ontario’s class action 
legislation. Like Constable Merlo in her proposed class action, Inspector Davidson alleged:


that she and the other class members […] were subject to gender and sexual-orientation-based 
discrimination, bullying and harassment by other RCMP employees. The plaintiff further alleges that 
this occurred because the RCMP failed to fulfill its statutory, common law and contractual duties 
to provide her and the other class members with a work environment free of gender- and sexual-
orientation-based discrimination, bullying and harassment.


The RCMP also moved to strike Inspector Davidson’s claim. In December 2015, the Ontario Superior 
Court concluded that Inspector Davidson had raised a reasonable cause of action and found that the 
claim could proceed to a certification hearing.3 The certification hearing began in February 2016 and 
was continued to May 2016. However, the certification hearing was suspended as the parties in both 
Constable Merlo’s and Inspector Davidson’s proceedings had reached a tentative settlement.


3.  Davidson v Canada (Attorney General), 2015 ONSC 8008.
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III  SETTLEMENT DISCUSSIONS IN MERLO V CANADA  
AND DAVIDSON V CANADA


Beginning in January 2016, class counsel and lawyers representing the RCMP began meeting in Toronto 
to discuss the possibility of a settlement.


From January to May 2016, legal counsel met eight times in Toronto and Ottawa. In April 2016,  
I was retained to assist the parties in reaching a settlement. An Agreement in Principle was signed on 
May 25, 2016, subject to approval by the Government of Canada and to drawing up the Settlement 
Agreement. The parties asked me to administer the Claims Process and to evaluate claims as the 
Independent Assessor.


The Settlement Agreement was drafted from June to October 2016. The Settlement Agreement was 
announced on October 6, 2016, at a news conference attended by Constable Merlo, Inspector Davidson, 
the Commissioner of the RCMP, Bob Paulson, myself and the Minister of Public Safety, the Honourable 
Ralph Goodale. It contained the following important message to all women who had served in the RCMP 
as regular members, civilian members, and public service employees:4 


The impact this has had on those who have experienced this shameful conduct cannot – must not –  
be solely understood as an adverse workplace condition for which they must be compensated. For many 
of our women this harassment has hurt them mentally and physically. It… has destroyed relationships 
and marriages, and even whole families have suffered as a result. Their very lives have been affected.


Harassment and the lack of effective systems and processes to have prevented it and eliminated it from 
our workplace is absolutely at odds with what the RCMP is supposed to be. It is at odds with what we 
all need the RCMP to be.


[…]


You came to the RCMP wanting to personally contribute to your community and we failed you.  
We hurt you. For that, I am truly sorry. […]


Part of the agreement reached by the parties was for Constable Merlo’s and Inspector Davidson’s 
proceedings to be discontinued, with the settlement to be approved and implemented via a consolidated 
Class action in the Federal Court.


The Statement of Claim in Merlo and Davidson v Canada was filed with the Federal Court on 
October 6, 2016, the same day as RCMP Commissioner Paulson’s apology. On November 1, 2016, Justice 
Ann Marie McDonald was assigned as the Case Management Judge for this proceeding.


4.  The entire text of the Settlement Agreement and of the apology is attached as Appendix 1 to this Report.
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IV SETTING UP THE OFFICE OF THE INDEPENDENT ASSESSOR


Following the public announcement of the Settlement Agreement made on October 6, 2016,  
and the signing of a contractual agreement with Public Works regarding the operational budget and 
management of the Office of the Independent Assessor (hereinafter referred to as “the Office”),5  
my first priority was ensuring the creation of an effective and secure communication link with the 
claimants. The parties had agreed that I would be responsible for giving notices to class members 
throughout the Federal Court proceedings.


Communication with as many eligible class members as possible prior to the implementation of the 
Settlement Agreement and the beginning of the claims review process was essential. 


Office space was secured with option to rent additional space if required. A robust intranet system 
with reliable IT support and an Outlook account was immediately set up for my staff. An informative 
and user-friendly website6 was operational within the first week of operation with links to an info email 
account and a 1-888 telephone number which was monitored daily and responded to within 48 hours.


The Office set up was completed before the two actions had been certified as a class action.


A) CERTIFICATION OF A CLASS ACTION BY THE FEDERAL COURT


For the Settlement Agreement to apply broadly, the first procedural step was for the consolidated 
claim filed by Constable Merlo and Inspector Davidson to be certified as a class action by the Federal 
Court. When a court “certifies” a Class action, it states that the result in that proceeding will apply to 
all members of the class who do not opt out. The litigation is directed by one or more “representative 
plaintiffs”, along with the lawyers for the Class.


The Federal Court certified the following class on January 13, 2017:


Primary class members: All female current and former living Regular Members, Civilian Members  
and Public Service Employees […] who worked within the RCMP at any time during the Class Period. The 
Class Period is September 16, 1974, to the date the Settlement receives court approval. […];


Secondary class members: All persons who have a derivative Claim in accordance with applicable family 
law legislation arising from a family relationship with a Primary Class Member.7


The Certification Order approved the Notice Plan proposed by the Parties.8  


5. A Director, a Lead Counsel, staff lawyers and administrative staff were hired under an initial operational budget of $7.50M  
that was later increased to $12.712M (as of October 31, 2020, expenditures .amounted to $8,966,432.


6. https://merlodavidson.ca/en/


7. May 7, 2007 Merlo and Davidson v Canada, 2017 FC 533


8. The Notice Plan is reproduced in Appendix F of the Settlement Agreement.
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B) COMMUNICATING THE CERTIFICATION NOTICE 


The primary task assigned to my Office following the certification of the Class action was the management 
and implementation of the Notice Plan. This was an important initiative for me, as it was my first opportunity 
to contact those who would be seeking compensation under the Settlement Agreement and to attempt 
to gain their confidence and trust.9 


The first step in the Notice Plan was to advise claimants of three important facts:


1. That the Federal Court had certified the class action.


2. That potential class members could opt out of the class action; and


3. The date of the Settlement Approval Hearing.


The Notice Plan relied on four main means of communicating with potential class members: mass mail 
outs, publication in newspapers, a social media campaign, and posting in RCMP detachments.


I should note here that the mass mail outs provided for in the Notice Plan encountered serious setbacks 
for the reasons outlined below.


The RCMP provided the Office with mailing addresses for approximately 31,000 women who had worked 
for the RCMP between 1974 and 2017. In January 2017, using the addresses provided by the RCMP, 
a mail out from the Office of the Independent Assessor was sent to each of these women containing 
the Notice of Certification and Settlement Approval Hearing, a letter from the Independent Assessor 
advising the recipient that she had been identified as a possible class member and providing information 
regarding the next steps in the settlement approval process. 


This direct mail outs to all class members was a challenge. Within 3 weeks of the mail out, more than 
3,000 envelopes had been returned to the office because of wrong addresses and the returns continued 
for months. Records were kept of all returned envelopes and the RCMP provided a more accurate list 
of 22, 272 names for the second mail out in August 2017. The cost of the first mail out was $32,670 and 
$26,840 for the second.


The Notice of Certification and Settlement Approval Hearing was also published in 32 newspapers, in 
January 2017. Saturday publication was selected in order to maximize the readership.10 To reach both 
the younger and the older demographics, as well as to reduce the prohibitive costs of newspaper 
advertising, Facebook advertising was also used. The total cost of print and Facebook advertising, 
including both the January and August campaigns was $430,033.


9.  Versailles Communication was retained to design the Notice Plan and to implement its internet and advertising components.


10. Public Notices in the Canadian newspapers were less effective than hoped for due to the rise in popularity of on-line access  
to news media.
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The Notice was posted on the Office of the Independent Assessor’s website, on RCMP internal and 
external websites, and on class counsel’s websites. The Office of the Independent Assessor took 
measures to direct traffic to its website in October-November 2016 and before Federal Court hearings 
through Google AdWords campaigns. 


Finally, paper copies of the Notices were posted in all RCMP detachments and other RCMP premises 
in locations considered to be visible and accessible to potential class members.


C) OPTING OUT OF THE CLASS ACTION


The next procedural step in the class action was to provide primary class members with an opportunity 
to opt out of the Class action. “Opting out” is meant to provide class members a chance not to be 
bound by the result of the class action. The Settlement Agreement specified that the Opt-Out Deadline 
would be 60 days following the publication of the Notice of Certification and Settlement Approval 
Hearing. Given that the Notice of Certification and Settlement Approval Hearing was published on  
January 28, 2017, the Opt-Out Deadline was March 27, 2017.


In addition to providing class members with the opportunity to decide for themselves whether they 
wanted to participate in the Settlement, the Opt-Out Deadline was also important as the Settlement 
Agreement set a threshold of fifty Opt-Outs, such that if there were more than fifty Opt-Outs the 
Settlement Agreement would, at the discretion of the Defendant, be voidable.


While the Office administered the Notice Plan, potential class members were directed to send their opt 
out forms to class counsel Klein Lawyers LLP and Kim Spencer McPhee P.C..


In the end, 1,580 claimants opted out of the class action.


Based on the Office’s communications with many potential class members,11 the purpose of the Opt-Out 
process was not clear to all claimants. It appeared from these communications that most potential class 
members who provided Opt-Out forms did not see this process as an opportunity to preserve their 
rights to pursue independent claims against the RCMP. Instead, they used the Opt-Out process as an 
opportunity to indicate that they did not want to pursue a claim, to state that they had not experienced 
harassment, or to provide a directive that they not be further contacted regarding the class action.


On April 27, 2017, the Government of Canada waived the fifty-claimant Opt-Out threshold. As such,  
the settlement approval process was able to proceed.


11.  Via the general information line and the info email account.
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D) SETTLEMENT APPROVAL HEARING


The Settlement Approval Hearing was scheduled for May 24, 2017. Given that the Settlement Agreement 
would be binding on all class members who had not opted out, the Federal Courts Rules provide that 
the Court must approve the settlement.12 The consent of the representative plaintiffs and the RCMP was 
not enough. The Court had to consider whether the Settlement Agreement was fair and reasonable and 
in the best interests of the members of the class.


The Settlement Agreement set out the parties’ agreement with respect to:


• Definitions to guide the settlement process.


• Procedural details regarding the timing and implementation of the settlement.


• The process for giving notice to claimants.


• The Opt-Out Threshold.


• The Independent Assessor’s duties and role.


• The structure and objective of the claims process.


• Details governing the mechanics of paying compensation to claimants.


• Releases for the federal and provincial governments.


• Class counsel fees.


• Implementation of change initiatives within the RCMP.


• The apology by the Commissioner of the RCMP.


• An anti-retaliation directive.


• The establishment of a scholarship fund; and


• Confidentiality


The Settlement Agreement was approved on May 30, 2017.13 The Federal Court, at the request of all 
parties, appointed me to be the Assessor in this Settlement Approval Order.


The Settlement Agreement approval order became final on August 1, 2017. A second mass mailout took 
place in August 2017 to advise claimants of the Settlement Agreement Approval and to inform them that 
the Claims Process would open on August 12, 2017. Notices were again published in newspapers, on the 
Office of the Independent Assessor’s website, on social media, and in detachment offices. 


During these two notice periods, my staff responded to thousands of emails and telephone inquiries 
about the process. We undertook to respond to all inquiries within 72 hours despite our limited staff and 
the large volume of calls and emails received. We assisted claimants in understanding the process and 
directed them to class counsel, or counsel of their choice, when they had more substantive questions 
about their rights under the Settlement Agreement.


12. Rule 334.29 of the Federal Court Rules. 


13.  Merlo and Davidson v Canada, 2017 FC 533.
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THE ROLE AND RESPONSIBILITIES 
OF THE ASSESSOR UNDER  
THE SETTLEMENT AGREEMENT


I THE INDEPENDENT ASSESSOR


The Settlement Agreement provided that, as the Assessor, I had a dual function: administering the claims 
process and assessing claims made under the Agreement.


A Settlement Agreement is a contractual agreement between the parties, which is approved by the 
Court. It follows that my duties, powers and responsibilities as the Assessor are restricted to those set 
out in the Settlement Agreement as approved by the Federal Court on May 30, 2017. 


These duties and responsibilities are summarized in art 6.04 of the Settlement Agreement as follows:


• establishing and staffing an Office of the Assessor;


• implementing the Notice Plan approved by the Court;


• retaining an experienced claims administrator to assist with notice and other administrative 
functions as required;


• developing a Claim Form for compensating class members;


• developing, installing and implementing systems and procedures for receiving, processing, 
evaluating and making decisions respecting Claims including making all necessary inquiries to 
obtain information and documents (including consulting medical personnel) to determine the 
validity of any Claim;


• receiving and responding to all inquiries and correspondence respecting Claims, supplying Claim 
Forms, reviewing and evaluating all Claims, and rendering decisions in respect of Claims;


• receiving compensation payments on behalf of the class members from the RCMP IN TRUST and 
forwarding the compensation to the eligible Claimant within a reasonable period;


• keeping or causing to be kept accurate accounts of activities, preparing such financial statements, 
reports and records for administrative and fiscal purposes as are determined by Canada; and 


• drafting a report that will provide an overview of the Assessor’s observations and 
Recommendations stemming from his work in assessing Claims.


My mandate was to apply the terms of the Settlement Agreement efficiently, fairly, in accordance with 
its wording and the parties’ intention. 


2
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I was committed to ensuring that claims were processed as efficiently and consistently as possible.  
To this end, we developed a process map, based on the requirements of the Settlement Agreement, as 
well as standardized training material. 


The process map addressed issues such as ensuring that all persons who dealt with a file in a substantive 
manner would make a conflict of interest declaration; that any threshold issues with the claim’s 
eligibility (such as prior compensation, having opted out, or not meeting the required elements for 
class membership) were examined at the outset of the process by counsel; that requests for additional 
information from third parties were documented, among other issues. This process map evolved over 
time to ensure the most efficient and consistent treatment of claims.


To ensure consistency in the communication of the Office with claimants, templates were developed for 
notifying claimants of when a file was assigned for preliminary review, to schedule interviews, decision 
letters and final reports. All administrative staff and lawyers working on files used these templates.


Internal policies addressing information management, privacy and confidentiality, conflict of interest, 
requests for information from third parties, file verification, file intake, processing secondary claims and 
communications materials were also established.


Guidance documents tracking the criteria set out in the Settlement Agreement and reviewing relevant 
case law, tribunal decisions and policies were developed and distributed to staff lawyers. Documents 
relating to evaluating written material and understanding various psychological conditions, such as Post 
Traumatic Stress Disorder were distributed and discussed with an expert psychiatrist.


The criteria set out in Appendix 6 of the Settlement Agreement were also discussed with the expert 
psychiatrist and insight into the nature of many of the injuries was provided to the group.14


Following the start of the claims period, I convened regular meetings with the Office staff, and more 
specifically, with the staff lawyers who were conducting preliminary reviews of files. At times, experts 
attended these meetings to provide additional information and/or respond to questions. This allowed my 
team to ensure that we were working with a common understanding of the criteria and the Agreement. 
These experts were also available to respond to questions during the claims process in relation to 
specific cases.


A common folder containing materials necessary to confirm class membership and establish instances 
of prior compensation was created for the use of our staff lawyers. If issues relating to class membership 
arose, the staff lawyer would seek additional information from the claimant. If the claimant was not able 
to provide evidence establishing class membership, the lawyer sought the claimant’s written consent 
to contact the RCMP Designated Contact15 to confirm the claimant’s employment status and dates. 
This was done via telephone communication and, in order to protect confidentiality, all checks of the 
Human Resources Management Information System (hereinafter referred to as “HRMIS”) were done 
by an RCMP employee who used the HRMIS regularly for other purposes. Questions related to prior 
compensation were referred to a single point of contact in the Department of Justice Canada16 who 
provided any relevant information held by the Department of Justice. At times, additional information 
about prior compensation was also requested from claimants.


The Role and Responsibilities of the Assessor under the Settlement Agreement


14. Appendix 6 of the Settlement Agreement: https://merlodavidson.ca


15. Schedule D of the Settlement Agreement:  
https://merlodavidson.ca/wp-content/uploads/SCHEDULE-D-RCMP-Designated-Contact.pdf.


16. The RCMP Legal Services.
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I supervised the work of the staff lawyers with the assistance of the Lead Counsel, who at the outset of 
the process, reviewed the Recommendations being made and addressed any issues in the consistency 
of applying the criteria. Over time, this became less necessary, but it allowed for the identification of 
difficult issues at the earliest moment possible. Lawyers also had ready access to the lead counsel and 
me to discuss files or issues that they were having. These issues were then discussed amongst the team.


Starting on August 17, 2017, our website provided a link to a secure online portal which allowed claimants 
to complete and submit their claim form and other mandatory and supporting documents electronically. 
We received over 1,800 claims via this electronic system. 


Our website also provided all the relevant settlement documents and Court Orders as well as a robust 
Frequently Asked Questions page that was regularly updated as new questions arose.


Staff lawyers worked with an online platform that allowed them to input necessary information, analyze 
the claim and provide a recommendation to the Independent Assessor via a claim assessment tool.  
This tool saved all the data entered by the lawyers onto a secure server. This ensured that the information 
relating to the claims was not on a specific computer and limited risks of privacy breaches and breaches 
of confidentiality. All documentation submitted by claimants was also held on an electronic file unless the 
file size was excessively large.17 This allowed lawyers to work on their files remotely and to have access 
to all relevant information while travelling with me to conduct interviews. 


The online assessment tool required that the lawyers complete the following tabs: 


• Conflict of Interest Declaration
• Background (allowed for the capture of specific data about each claim)
• Eligibility of the claimant
• Completeness of the claim file
• Incidents 
• Injury
• Preliminary Recommendation


When necessary:


• Request for Consultation/Information – third party
• Interview
• Request for Reconsideration Analysis
• Secondary Class Claim analysis
• Extension Requests


It is important to stress that an Assessor reviewed each file as well as the supporting documents 
provided. All decisions are those of myself as the Assessor (or of an Additional Assessor18). The decisions 
of the Assessor in relation to the claim were recorded in a Final Assessment tab. Other decisions such 
as requests for reconsideration or extensions were recorded under the relevant tab. The system also 
allowed for staff to write notes to claimants and for claimants to reply to them via a secured portal.


17. Paper-based information was stored in locked cabinets reviewed by staff lawyers in the Office.  
Documents identified as relevant to the claim were then uploaded to the electronic system.


18.  See B. Appointment of Additional Assessors below.
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Towards the end of December 2017, with the increased publicity given to the #MeToo movement,  
it was becoming apparent that the number of claims that class counsel estimated would be filed under 
the Settlement Agreement was low. Initially, class counsel estimated that there would be approximately 
1,000 claims filed. As soon as Office of the Independent Assessor’s Executive Director realized that 
the Office was not staffed to deal with the additional number of claims being filed, she requested, and 
received, additional resources from the Government of Canada. These resources included additional 
administrative staff as well as additional staff lawyers.


It was not until February 2018, however, that the true extent of the additional files became clear.  
In February 2018, the Independent Assessor received over 1000 claims. 


With the help of a specialized technology company,19 the Office of the Independent Assessor created 
an online Claim Form which automatically populated the assessment tool used by the Office with basic 
information about the claim. However, both class counsel chose not to use our online system when 
filing their 698 claims. This resulted in an additional workload for the Office’s staff who were required 
to manually open an account and enter basic information that would otherwise have been captured by 
the system 


The table below illustrates the number of cases involved.


Claims filed  
in Case  


Management 
System Paper claims


Claims filed  
by Klein  


via Hightail 


Claims filed  
by Kim  


Spencer 
McPhee  


via Hightail Total


August 2017 43 15 0 0 58


September 2017 50 29 0 0 79


October 2017 68 24 27 1 120


November 2017 65 42 39 0 146


December 2017 118 32 109 1 260


January 2018 387 166 1 1 7 2 672


February 2018 872 207 66 2 1,147


March 2018 17 2 75 1 95


April 2018 23 3 69 1 96


May 2018 206 19 103 85 413


Total 1,849 539 605 93 3,086


% 59.92% 17.47% 19.60% 3.01% 100.00%


19. DISTANTIA
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The original terms of the Settlement Agreement also provided for the late filing of claims. It gave primary 
class members an additional 100 days from the deadline to file a request for an extension. Claimants were 
required to file a Request for Extension Form, a completed Claim Form and any supporting documents 
by the extended deadline, which was May 22, 2018 (at 11:59 PST). 


Class counsel sought an extension for any claimant that had indicated an intention to file a claim prior 
to that deadline (February 8, 2018 at 11:59 p.m. PST). This extension was granted by the Federal Court 
on February 7, 2018. The Court Order granted an extension to any claimant who wrote to class counsel 
and expressed an intention to file a claim or who opened an online account on the Office website. This 
allowed claimants who met one or both requirements until May 22, 2018 at 11:59 PST to file their claim 
without needing to ask for an extension. All claims were required to have been received by the extended 
deadline. There was no further provision for an extension of time beyond May 22, 2018 made in the court 
order or in the Settlement Agreement.


Class counsel and individual claimants submitted 679 claims after the February 8, 2018 deadline 
pursuant to the Extension Order granted February 7, 2018.


As noted above, claimants who did not meet the requirements of the Extension Order still had to make 
a request for an extension to the Independent Assessor and demonstrate that exceptional circum-
stances had prevented them from submitting their claim by February 8, 2018. Decisions on each of 
these requests were made by the Independent Assessor.


In total, we received 75 extension requests from claimants who did not meet the requirements of the 
Extension Order. Of these, 15 were granted.


We also received 123 late Claim Forms that were either not accompanied with an extension request or 
which had incomplete requests for extension. These files were closed as not admissible. 


Over 500 claims were started in our online system but were not completed and/or submitted. 


The total number of receivable claims is 3,086.


II APPOINTMENT OF ADDITIONAL ASSESSORS


The Settlement Agreement provided for the appointment of Additional Assessors (see article 6.03 of the 
Agreement). Both the parties and I, as the Assessor, were required to agree to the proposed Additional 
Assessors and their appointment had to be formally approved by the Court. These Assessors were 
appointed to provide for the timely assessment of claims.


Due to the unforeseen increase in the number of claims submitted under the Agreement, I requested that 
the plaintiffs via class counsel and the Government of Canada move to have two Additional Assessors 
appointed by the Federal Court to assist me in conducting interviews, particularly in the western 
provinces given the distribution of claimants.
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The process of appointing the Additional Assessors was a lengthy one due to objections by class 
counsel concerning the terms of their appointment. I requested assistance in June 2018. The parties 
finally filed the motion to appoint one of the two additional assessors on October 17, 2018. The Federal 
Court appointed the Honourable Lynn Smith, Q.C. as an Additional Assessor on October 26, 2018.  
A second Additional Assessor, the Honourable Marion Allan, was appointed on December 20, 2018. 
Both Additional Assessors are former judges of the Supreme Court of British Columbia. 


The Honourable Lynn Smith began conducting interviews in December 2018 and the Honourable Marion 
Allan began interviewing claimants in January 2019. The Additional Assessors rendered final decision in 
the 237 files for which they conducted the interview. They have greatly assisted in the timely assessment 
of claims.


III CONFIDENTIALITY UNDERLYING THE CLAIMS PROCESS


Confidentiality for claimants was a pillar of both the Settlement Agreement and of the Claims Process. 
Article 14.01 of the Settlement Agreement addressed this directly:


Any information provided, created or obtained in the settlement and Claims Process, whether written 
or oral, will be confidential by the Parties and their counsel, all Claimants, the Assessor(s) and the 
Designated Contact, except where provided by law, and will not be used for any purpose other than the 
settlement and Claims Process unless otherwise agreed by the Parties.


In its Settlement Approval Order, the Federal Court also noted the importance of confidentiality to 
claimants. The Federal Court referenced the nature of claimants’ psychological injuries and the need 
to provide safeguards for claimants who were still serving within the RCMP.


The Federal Court’s strong emphasis on confidentiality was not unwarranted. In the early months of the 
Claims Process, the Office of the Independent Assessor heard repeatedly from claimants with concerns 
about the Claims Process’s confidentiality. The concerns were so great that some claimants stated that 
they would not submit a claim.
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As such, on November 3, 2017, I took the step of issuing a statement emphasising the paramountcy of the 
principles of confidentiality. The statement attempted to reassure claimants that no investigations would 
be launched into claims and that individuals named in the claim, either as perpetrators or witnesses, 
would not be contacted. I also stated that claimants would first be informed if the Office needed to 
request information from the RCMP about a claim, and that the claimant would be given an option to 
choose to have her claim evaluated without the information in question. I affirmed that:


“Confidentiality, privacy, and protection of the claimant are essential to the success of the claims process. 
These principles were, and remain, at the forefront of my mind in the design and implementation of the 
Assessment process.”20


To assure anonymity, each claimant was assigned a claim number when her file was opened with the 
Office. This unique number was utilized in the Office’s internal files and correspondence with respect to 
claims. Additionally, file access within the Office was restricted only to administrative personnel, to the 
staff lawyer working on a claim, and to the Assessor.


In some circumstances, the Office needed to access information from the RCMP to validate claims. For 
instance, claimants at times did not have records of their service and were not on the Class Member 
List provided by the RCMP. In other cases, there were questions as to whether an individual perpe-
trating gender- or sexual orientation-based harassment or discrimination was a Regular Member, Civilian 
Member, or Public Service Employee. The Settlement Agreement provided the Office with a secure 
means of verifying information via the RCMP Designated Contact.


The Designated Contact was an official identified by the RCMP pursuant to Schedule D of the Settlement 
Agreement. The Designated Contact was located at RCMP National Headquarters and had secure means 
of accessing service records. The Designated Contact’s position was such that inquiries regarding 
service records would not draw undue attention to a claimant. The Settlement Agreement had numerous 
physical security requirements for the Designated Contact and the Office also developed its own confi-
dentiality requirements surrounding communications with the Designated Contact. The office of the 
Designated Contact was extremely professional and efficient throughout the claims process.


20.  See Appendix 3. Statement on Confidentiality and Protection of Claimants, November 3, 2017.
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THE ASSESSMENT  
OF CLAIMS 


I OVERVIEW 


By the end of July 2020, I and the two Additional Assessors appointed by the Federal Court, had 
assessed 3086 claims and conducted 644 interviews. We awarded compensation to 2304 women. 


Although the number of claims may seem high, I was told by claimants that 
other women did not file claims either because they had decided that it 
was too difficult, or, they were afraid that, due to a possible breach of confi-
dentiality, they would be subjected to reprisals for seeking compensation. 


My task was to review each claim and to determine where it fell on the scale 
of injury agreed to by the parties. This required me to consider the nature 
and severity of the incidents of harassment or discrimination and determine 
the impact that these incidents had on the claimant. 


The Settlement Agreement established six incremental categories of 
compensation. I went to great lengths to ensure consistency in the 
assessments and to ensure fairness to claimants. 


I note that, at the outset, that the RCMP conceded that it had failed to provide a safe and respectful 
workplace for women working for the RCMP. Consequently, the systemic nature of the harassment was 
an important consideration in the assessment process. 


The systemic nature of the harassment and discrimination is well described by the following statements. 
The themes of harassment, reprisals and loss of trust run through the experiences of both these claimants. 


3


By the end of  
July 2020, I and 
the two Additional 
Assessors appointed 
by the Federal Court, 
had assessed  
3086 claims  
and conducted  
644 interviews. 
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CLAIMANT 1


My husband and kids suffer so much because of who I am because of this. I have a seemingly really beautiful 
life. I have a loving husband and […] amazing kids, but it is so tainted by what has happened to me and what 
I lived through in the RCMP. All of these things that I went through caused me to feel terrible about myself 
and killed my self-esteem. I had so much confidence, trust, and happiness when I started in the RCMP. I was 
young and bright and ready to go out and help people and be a great Police Officer. Right from the beginning in 
training that was taken away from me. I was taught over and over again that I could not challenge authority, 
that I couldn’t talk back and that if I felt like something was wrong I just had to deal with it and keep it to 
myself-or else you were punished. There was never anyone to tell about anything. That was drilled into me at 
such a young age, they taught us those things in so many ways — you just had to take it. Every day I feel like 
I was manipulated and cheated out of a career that I dreamed of since I was a little girl. I lost out on a life 
where I could speak up for myself and didn’t have to “play along” when I was treated horribly. As if it wasn’t 
bad enough that I was sexually assaulted on multiple occasions, it is so much worse that I always felt I had 
to be the one that had to hide it and smooth it all over-like it was all ok. I always felt I had to make sure they 
knew I wouldn’t tell anyone because if I did I would lose all of the credibility and reputation that I had worked 
so hard to gain — as a female member, you didn’t just get credibility, you had to earn it. I had such a glowing 
wonderful picture of what I thought the RCMP was going to be like. Even through everything, I held the 
RCMP in such high regard, with so much honor and tradition that I did everything I could to make it seem like 
all of that was real especially to the people in my life, my family and friends. I always felt and the need to hold 


my head high and be the strong person that I was trained to be- that I needed 
to be, to do the job. So, I had to keep it all to myself-through everything. 
Everything that happened to me, everything I endured, the way that I was 
treated. I did not even feel like I could tell my parents, my husband, my best 
friend or my therapist. I kept it all a secret and that has been killing me for 
all these years. Nobody knows about everything that happened to me over 
those years and how terribly it has affected me. I just cannot bear to tell 
people what has happened to me and how it makes me feel about myself. 
…. I have felt suicidal for most of the years I was in the RCMP and have had 
to bury that down too because that is not what a police officer should feel. 
I have abused prescription medication and 
food to stuff all my feelings down and keep 
it in for all the years since…. Not only did 
this steal my career but so many years of 
my life from me. Like I am not the strong 
person, the wife and daughter and friend 


that everyone is proud of — it has all been a big charade and I can’t get it 
back-all of those years were just stolen from me. I have such bad anxiety and 
am always depressed and exhausted from keeping all this inside. I feel like 
if I start telling people the truth about the things that happened to me then 
my career in the RCMP is no longer something to be proud of, that I am no 
longer that strong person that I have worked so hard to be. That I will just be 
weak and wounded and someone to feel sorry for. I feel dirty and ashamed, 
manipulated, humiliated, beat down and cheated and weak and worthless 
because of it all and I do not know how to change it. Do not know how I can 
make it go away.


I have felt suicidal for most 
of the years I was in the 
RCMP and have had to bury 
that down too because that 
is not what a police officer 
should feel. I have abused 
prescription medication and 
food to stuff all my feelings 
down and keep it in for all the 
years since…. Not only did this 
steal my career but so many 
years of my life from me.


 I have such bad anxiety and 
am always depressed and 
exhausted from keeping all this 
inside. I feel like if I start telling 
people the truth about the 
things that happened to me 
then my career in the RCMP 
is no longer something to be 
proud of, that I am no longer 
that strong person that I have 
worked so hard to be. That I 
will just be weak and wounded 
and someone to feel sorry for.
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CLAIMANT 2


I have done my best to describe the sexual, gender-based, and sexual orientation harassment and 
discrimination I faced with dates, incidents, etc. However, my experience is best understood in terms 


of the culture of gender-based discrimination that prevailed at the RCMP from 
Depot to my retirement from the force. As a woman in the RCMP, I endured 
more for a worse outcome in an unspoken way: being a woman in the RCMP 
was ’my problem’, not the Force’s, not the men’s. Sexual politics was part of the 
life. I worked in the social and emotional environment of alienation. Men and 
women of the day all understood that to be a female officer was to be second-
class and that men were more worthy than women. To progress as a woman 
within the Force was to progress despite this burden. If a man made denigrating 
assumptions or untoward advances, it was his prerogative as a man on the Force. 
If she didn’t like it, she could protest and face further denigration or endure it 
and lose sleep on her own time. Sexualized comments 
and jokes, asking about and mocking women’s personal 
lives were in the air we breathe. Every day my women 
colleagues were under siege. To endure this treatment 
daily was bad enough. To feel helpless as these men 


held back my career went as a matter of routine to men rather than to women; 
any weakness was attributed to gender, any strength was attributed to ball-
breaking and pretension. I was given worse and more menial work that the 
men thought were more suited to my gender. I was excluded from any sense 
of ’I have your back’ or from what I now see as the brotherly camaraderie that 
existed among male officers at the time. I had no opportunity to advance and 
was forced to watch as more junior men were placed in higher positions. To 
complain was out of the question. I saw what happened to women who spoke 
up, how it only made a bad situation worse for the complainant while the 
perpetrators escaped any consequences. This sisterly camaraderie that existed among female officers 
and supervisors was about supporting one another in the face of this exclusion. However, even female 
supervisors warned us that formally complaining could ruin our careers. The work conditions were 
known to all levels of command up to S-Sgt., but we all knew that the RCMP would not protect us from 
gender-based discrimination and harassment, and nothing was done. I joined the RCMP out of a deep 
sense of pride and duty which never wavered throughout my … career, but after being mistreated every 
day and realizing that there would never be anywhere higher for me to go, I couldn’t take it anymore.


being a woman in the 
RCMP was ‘my problem’, 
not the Force’s, not the 
men’s. Sexual politics was 
part of the life. I worked in 
the social and emotional 
environment of alienation.


If a man made denigrating 
assumptions or untoward 
advances, it was his 
prerogative as a man 
on the Force. If she 
didn’t like it, she could 
protest and face further 
denigration or endure 
it and lose sleep on her 
own time.
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II CLAIMS PROCESS 


A) INFORMATION REQUIRED FROM CLAIMANTS


Claimants were required to submit a claim form outlining their history of service with the RCMP, the 
nature of the acts of gender-based or sexual orientation-based discrimination and/or harassment 
they experienced, the nature of the impacts on them, as well as general questions regarding their 
backgrounds and future plans.21


The Claim Form was divided into six sections:


Section A (Personal Information)


• Contact information;
• Family status;
• Service history.


Section B (Information related to harassment)


• Details related to the specific incidents of gender or sexual orientation-based discrimination and 
harassment;


• Details regarding the impacts of the incidents of gender or sexual orientation-based discrimination 
and harassment.


Section C (Treatment)


• Details of treatment, counselling, or healing for emotional, physical or psychological effects related 
to the gender or sexual orientation-based discrimination and harassment.


Section D (Other information about you)


• History of physical, emotional or sexual harassment outside of the RCMP.


Section E (Your education and work history)


• Details of education and training;
• Employment history outside of the RCMP.


Section F (Effects of gender or sexual orientation-based harassment  
or discrimination on the claimant’s employment and career)


• Impact of gender or sexual orientation-based discrimination and harassment on training, 
employment, and ability to work;


• Impacts of any other physical or psychological injuries on training, employment and ability to work;
• Future work and/or education plans.


21.  The claim form was based on the Independent Assessor’s prior experience dealing with claims of sexual abuse within the 
Catholic Diocese of Bathurst and the Catholic Diocese of Moncton, and, based on a review of claim forms arising from other 
class action settlement processes addressing similar forms of abuse. 
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Claimants were also required, by the Settlement Agreement, to provide all relevant documents in support 
of their claims (e.g. documents that might confirm the details of the harassment or discrimination that the 
claimant experienced or confirmed the injuries or harms experienced), either at the time of filing their 
claim form or within 60 days of submission. The onus was on the claimants to put their best foot forward 
in submitting their claim so as to establish their claim was compensable on a balance of probability. The 
Assessors were not required to investigate claims.


B) CONFIRMATION OF CLAIMANT ELIGIBILITY


Prior to forwarding a claim for evaluation, the Office of the Independent Assessor confirmed the 
claimant’s eligibility in the Primary Class. To be eligible, a claimant must have:


• Been a woman, or identifying as a female at the time of the incident(s);Worked within the RCMP 
as a Regular Member, Civilian Member, or Public Service Employee (as defined in the Settlement 
Agreement) at the time of the incident(s);Raised incidents that occurred between September 16, 
1974, and May 30, 2017; and,


• Been alive at the end of the opt-out period.22


The RCMP provided an initial list of the names of 22,345 women who had worked within the RCMP as 
Regular Members, Civilian Members or Public Service Employees during this time, as well as a supple-
mentary list of 33,513 women following a more complete search of its records. Where a claimant’s name 
appeared on either list, she was confirmed to be an eligible class member unless something in her claim 
form raised doubt as to her status at the time of the events described.


If a doubt was raised, or if a claimant was not on either list, the Office of the Independent Assessor 
provided the claimant with a further opportunity to provide proof of her status. If such proof was not 
available, the Office of the Independent Assessor requested the claimant’s permission to follow up with 
the Designated Contact to clarify her status based on the RCMP’s human resources records. 


Following confirmation of class membership, the Office of the Independent Assessor checked the 
claimant’s name against the list of women who had already received compensation for harassment within 
the RCMP in prior proceedings (provided by the Department of Justice and the RCMP). The list the 
Office of the Independent Assessor received from the Department of Justice and the RCMP contained 
170 names. In some cases, on further investigation of the claimant’s circumstances, prior compensation 
had not been paid to some individuals on this list which included the names of some individuals who 
discontinued their action or complaints. At times, the Office of the Independent Assessor was required 
to obtain additional documentation from the Department of Justice and, in some circumstances, from 
claimants. 


Lastly, the Office of the Independent Assessor checked the claimant’s name against the list of claimants 
who had opted out and, for claims submitted after February 8, 2018, against the list of claims to which 
the Extension Order applied.23


22.  This requirement was modified by an Order of the Federal Court dated June 3, 2020 which permitted the Assessor  
to award compensation to a claimant who submitted a claim and was deceased during the claims process.


23. The Federal Court issued a Extension Order on February 7, 2018 which provided that those claimants who  
had opened an online account or written to class counsel prior to February 8, 2018 (23:59 PST) were deemed to have been 
granted an extension and were allowed to file their claims on or before May 22, 2018 (the extended deadline).  
All others had to submit a Request for Extension Form to the Assessor on or before May 22, 2018.
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C) EVALUATING THE CLAIMS


Given the sensitive nature of the claims and the need for confidentiality, particularly for those who are 
still actively employed by the RCMP, the parties agreed that the assessment of claims would be based 
almost exclusively on the information provided by the claimant. This made it difficult, at times, to assess 
more complicated claims but, in most of these cases, an interview was held which allowed me, and the 
other Assessors, to assess credibility. In some cases, I had a health professional to advise me. Through a 
special confidential process, I was also able to access information held by the RCMP including grievance 
records and other relevant documents that were not available to the claimant. As promised, early in the 
claims process, I only contacted the RCMP following the written consent of claimants to ensure their 
utmost confidence in the confidentiality of the claim process. 


Many claimants described multiple incidents of culpable conduct ranging over a significant period of 
time, some spanning decades. The assessment of claims was done on a global basis – considering all of 
the conduct described by a claimant over the span of her career. Allowance was made in the assessment 
process for the reality that claimants might have more difficulty remembering key details and specifics 
for events that had occurred more than twenty, thirty, or even forty years prior. Nonetheless, many 
claimants recalled events from that time period with remarkable clarity. The assessment also took into 
account aggravating factors set out in the claim form, such as other forms of discrimination including 
racism or linguistic identity.


The claims process was designed by the parties to be non-adversarial, with an intention of limiting the 
potential for re-victimizing claimants, however, claimants were still required to prove that the incidents 
they set out in their claim forms occurred on a balance of probabilities. They were able to do so by way 
of a sworn statement (the claim form), supporting information and evidence and, in some cases, by way 
of an interview. 


There were credibility issues, as there are in any context. The non-adversarial process precluded the 
cross-examination of claimants. Evidence of the persons whose conduct was culpable was also not 
available. However, the other Assessors and I were usually able to resolve concerns about credibility and 
reach conclusions about the claims on the balance of probabilities. In the rare case where a credibility 
issue could not be resolved that aspect of the claim was denied. 


The absence of the traditional form of testing evidence through an adversarial model, left me with an 
obligation to ensure that the claims I accepted met the requisite evidentiary threshold of a balance of 
probabilities. 


Claimants were aware that signing the claim form had the same effect as stating the information in the 
claim form under oath or affirmation in Court. Accordingly, at the outset, unless there was a reason to 
believe that their evidence was not credible, I accepted the statements of the claimants for the truth 
of what they set out unless it was contradicted by other information or by answers during an interview. 


In addition to the claim forms, I considered the following to determine if claims met the requisite 
evidentiary threshold and set out credible information.
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First, I examined the supporting information (if any) provided by the claimants to ensure that there were 
no inconsistencies and that they supported the assertions made in the claim form.


Second, a claimant’s account would at times describe conduct by an RCMP member whom the Assessors 
knew to have been the subject of independent claims by other women who had been abused by him at 
the same detachment, or at other detachments. Certain individuals were serial harassers and gave rise 
to multiple claims. Not only certain individuals, but certain detachments and types of detachments gave 
rise to multiple independent claims. The Assessor’s office tracked these individuals and noted when 
they appeared in subsequent claims.24


Third, the general patterns of conduct that were described were often similar (sexual advances, sexual 
assaults, bullying, disparaging women in general, treating claimants unfairly with respect to training 
opportunities, working conditions, or transfers, as set out in this report), but there were always individual 
differences that contextualized the stories in time and place. In other words, there was neither suspicious 
repetition of details nor stories that seemed generic in the claim forms.25 


Fourth, going through the claims process was difficult. Many women were extremely reluctant to engage 
with the claims process because it entailed speaking negatively about the RCMP, and they felt as though 
they were betraying the RCMP. At the same time, many of them said that they understood that if change 
was going to happen, they had to tell their story and support the other women who were coming forward. 
To a certain extent, the confidentiality provisions may have helped them to be open.


I assigned compensation levels based on both the nature of the culpable conduct and the nature of 
the effect on the claimant. In fixing the level of compensation, I considered the global impact of the 
culpable conduct and its effect on claimants for each incident of gender or sexual orientation-based 
discrimination or harassment that stemmed from the workplace. 


In some cases, claimants who experienced culpable conduct falling at level 1 or 2 stated that they 
suffered significant impacts. When the impact appeared to be disproportionate to the conduct, 
I looked for information explaining the discrepancy in the claim form or in the supporting documen-
tation provided by the claimant, such as medical records. Unfortunately, not all claimants, even those 
represented by counsel, submitted medical records as required by the Settlement Agreement.26  
Often, the overlap between operational or pre-existing injuries made causality difficult to determine in 
the absence of a medical report. Under the terms of the Settlement Agreement, I was able to consult 
with medical professionals to assist me when necessary.


24. No information about the identity of these harassers has been disclosed to the RCMP.


25. I am aware that this process was the subject of much conversation among RCMP women. I considered this in the review of 
claims that overlapped in location and time.


26. See Settlement Agreement, Article 7.03(2)(c).
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Non-Compensated Claims 


Of the 3,086 files assessed, 782 claimants were not awarded compensation. This constitutes 25% of the 
3,086 claims assessed. In most of these cases, I believed that the claimants lived through the difficult 
events described in their claims. However, each one failed to meet one or more of the essential criteria 
set out in the Settlement Agreement, such that I had no choice but to deny compensation. 


The Settlement Agreement provides for a wide, but not unlimited, definition of harassment27:


There are several elements in this definition that had to be satisfied before compensation could be 
awarded. 


First, the claimant was required to be female or to have identified as female at the time of the incidents. 
I received 13 claims from men, which were denied.


Second, the claimant was required to be living. I received one claim from a claimant who had passed away 
before her file was assigned for review. As the Settlement Agreement read at the time, I was required to 
deny her compensation as a result of her untimely death. However, the requirement that the claimant be 
alive at the time the claim was decided was amended by Federal Court Order on June 3, 2020, which 
extended the definition of a claimant to include women who were alive at the end of the opt-out period. 
This expanded my ability to award compensation to the estate of a claimant who died before her claim 
was assessed, as long as she had submitted her claim prior to the deadline.28 


“Harassment” means improper conduct in the workplace by any Regular Member, Special Constable, 
Cadet, Auxiliary Constable, Special Constable Member, Reserve Member, Civilian Member, Public 
Service Employee, including any Temporary Civilian Employee, working within the RCMP, male 
or female, that is directed at and offensive to another Regular Member, Special Constable, Cadet, 
Auxiliary Constable, Special Constable Member, Reserve Member, Civilian Member, Public Service 
Employee, including Temporary Civilian Employee working within the RCMP, including, but not 
limited to, at any event or any location related to work, and that the individual engaging in such 
improper conduct knew or ought reasonably to have known would cause offence or harm. It comprises 
objectionable act(s) comment(s) or display(s) that demean, belittle, or cause personal humiliation or 
embarrassment, and any act of intimidation or threat. It also includes harassment within the meaning 
of the Canadian Human Rights Act, R.S.C. 1985, c. H-6, based on sex, sexual orientation, marital 
status, and family status. Harassment can be a series of incidents but can also be one severe incident 
which has a lasting impact on the individual. Harassment by members of the public is not harassment 
for the purposes of this Agreement. In this Agreement, “Harassment” refers collectively to gender 
and sexual orientation-based harassment, gender and sexual orientation-based discrimination, and 
sexual assault, including physical assault during conduct constituting harassment.


27. The term harassment, as defined by the Settlement Agreement, also includes discrimination.


28. FC Order June 3, 2020


The Assessment of Claims


BROKEN DREAMS BROKEN LIVES 24







Third, the claimant had to be a current or former employee of the RCMP as defined in the Settlement 
Agreement. This definition excluded municipal employees, volunteers and contractors, as well as 
members of other police forces embedded in the RCMP who were not considered RCMP employees. 
I denied some claims on the basis that the claimant was not a current or former employee of the 
RCMP at the time of the incidents, as required by the definition of a Primary class member. Incidents 
that occurred while a claimant was not a Primary Class Member were not taken into consideration in 
fixing the compensation level, even though the same claimant may have received compensation on the 
basis of incidents that occurred when she was a primary class member. For example, a claimant joins 
the RCMP as a municipal employee from 1980 to 1985 and then becomes a Civilian Member in 1986. 
Incidents that occurred between 1980 and 1985 were not compensable, whereas incidents that occurred 
after 1986 were compensated. This aspect of the Settlement Agreement posed particular problems 
for claimants who experienced harassment or discrimination when applying to work for the RCMP. 
Unfortunately, a number of claimants were sexually assaulted by RCMP doctors during the mandatory 
medical examination required as part of the application process. If the claimant was not otherwise a 
Civilian Members or Public Service Employee when she applied to join the RCMP, she could not receive 
compensation under the Merlo Davidson Settlement Agreement as she was not a primary class member. 
I have more detailed comments about the abuses that took place in the Health Services Offices of the 
RCMP in chapter 6 setting out my Recommendations.


Fourth, the claimant was required to demonstrate, on a balance of probabilities, that the discrimination 
and/or harassment she experienced was linked to her gender or sexual orientation. I received many 
claims where the link to gender or sexual orientation was not sufficiently made out by the claimant. There 
were also a number of other claims where the claimant was clearly harassed and/or discriminated against 
but on other grounds, such as race or disability. These claims were denied, or incidents were excluded 
from consideration in setting the compensation level, if in addition to this form of discrimination, there 
was no link to gender or sexual orientation made out on a balance of probabilities. 


Fifth, the perpetrator of the harassment had to be a Regular Member, Civilian member or Public Service 
Employee working for the RCMP. I note that the perpetrator did not need to be male. Acts by contractors, 
retired employees, municipal employees, employees of other police forces or public servants not 
employed by the RCMP were not compensable. As necessary, the RCMP collaborates with other 
security forces to fulfill its policing mandate within international, federal, provincial, or municipal juris-
dictions. Under the Settlement Agreement, female Regular Members, Civilian Members, or Public Service 
Employees who were subject to gender-based or sexual orientation-based harassment or discrimination 
while fulfilling a RCMP function were denied compensation if that discrimination or harassment resulted 
from the actions of a non-RCMP police member or employee. In a very small number of cases, claims 
were denied on the ground that the claimant had not demonstrated, and/or my Office was not able to 
confirm, that the harasser was an employee of the RCMP at the time of the harassment.29


29. In some instances, where the conduct itself was not compensable due to the perpetrator not being a Regular Member, 
Civilian Member or Public Service Employee, the failure of the RCMP management to respond to complaints was 
compensable.
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Sixth, the harassment complained of by the claimant was required to be a series of incidents, or one suffi-
ciently severe incident, that the perpetrator knew or ought reasonably to have known would be offensive 
to the claimant. One or two minor incidents were not enough to meet the threshold of harassment 
set out in the Settlement Agreement. However, as the harassment and discrimination experienced by 
women in the RCMP was systemic, I did consider a claimant’s career as a whole. Thus, even if individual 
incidents, taken alone, would have been insufficient to meet the threshold of harassment, multiple 
similar incidents over time could, and did, lead to compensation. For example, a claimant who noted one 
incident of being called a derogatory name on the basis of her gender or sexual orientation may not have 
received compensation, while a claimant who was the recipient of occasional derogatory comments from 
multiple individuals throughout her career might receive compensation. Establishing causality between 
the impugned conduct and its consequences on the claimants was complicated by the fact that, given 
the nature of their work, RCMP members are subject to a large number of inherent stresses. It was also 
complicated by the fact that some of the events were remote in time. 


Finally, the harassment also had to be related to the workplace. The definition of harassment in the 
Settlement Agreement stated that the objectionable actions included, but were not limited to, ‘… any 
event or any location related to work…’.30 While I interpreted this requirement broadly, in a manner 
consistent with human rights law, linkage between the claimant’s employment and the harassment still 
had to be demonstrated for the conduct to be considered compensable. If a sufficient linkage to the 
workplace was not demonstrated, then the conduct was not compensable. For example, if a claimant 
went out with a colleague in a purely social capacity, I could not conclude that any harassment or 
assault was sufficiently linked to the workplace. The same is true of incidents of harassment or assault 
that arose between individuals who were in a private relationship and were both RCMP members, 
where the incidents occurred in the private sphere, outside of the workplace. Although some of the 
conduct reported could be criminal in nature, it was not workplace sexual harassment as defined by 
the Settlement Agreement. However, social events that were clearly related to the workplace, such as 
events that occurred during detachment parties or social outings following the completion of training 
or assignments, were generally considered to be sufficiently linked to the workplace. 


In addition to the criteria set out in the definition of harassment, the Settlement Agreement provided 
that claimants who had received prior monetary compensation were not entitled to obtain additional 
compensation for the same incidents. Incidents that had not been subject to any prior compensation 
were considered and compensated where appropriate. Where a claim form included some incidents 
for which compensation had been paid and others for which it had not, I only considered the incidents 
for which no compensation had been paid. 


Claimants who opted out during the opt-out period were also not entitled to make a claim under the 
Settlement Agreement. 


Late claims and extensions of time


Claimants who filed their claims after February 8, 2018 and did not qualify for an extension31 were required 
to seek an extension from the Assessor. To do so they were required to file a Request for Extension 
of Time Form, a completed Claim Form and other supporting documents. Claimants were required to 
demonstrate that there were exceptional circumstances which prevented them from filing their claims 
on time. In all, we received 75 requests for extensions and 15 of those requests were granted.


30. See the definition of “harassment” in the Settlement Agreement, article 1 – interpretation, 1.01 definitions.


31. See chapter 2 at p. 14 
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III LEVELS OF COMPENSATION AND ASSESSMENT PROCESS


The parties agreed that the Settlement Agreement would provide six levels of compensation, with a 
fixed the amount of compensation for each of the levels. As detailed in Appendix 7 to Schedule B of 
the Settlement Agreement, the compensation levels are as follows:


Level 1 Minimal Injury  $ 10,000


Level 2 Mild Injury  $ 35,000


Level 3 Low Moderate Injury  $ 70,000


Level 4 Upper Moderate Injury  $ 100,000


Level 5 Significant Injury  $ 150,000


Level 6 Severe Injury  $ 220,000


A) GENERAL APPROACH TO ASSESSING INDIVIDUAL CLAIMS


Under the terms of the Claims Process set out in Appendix B of the Settlement Agreement, the first 
review of a claim was done entirely on the paper record. If, following a paper review, I assessed the claim 
at levels 1 or 2, there was no interview, subject only to a reconsideration process for Level 2 claims. 
Claims preliminarily assessed at Level 3 or higher proceeded to an interview.


As noted above, claims were assessed as a whole. This assessment was informed by the factors listed in 
Appendix 6, which were drawn from an analysis of decisions made by human rights tribunals and courts, 
and compensation was awarded in relation to the injury levels set out in Appendix 7. 


Appendix 6 sets out factors, regarding both culpable conduct and impact on the claimant, to  
consider when determining the level to be assigned to a claim. Appendix 7 sets out the level of injury 
and the amount of compensation to be awarded for incidents occurring during the claims period, 
September 16, 1974, to May 30, 2017. These two appendices must be read together. 


The introductory note in Appendix 6 makes clear that the factors it sets out are a guide to the level of 
compensation to be awarded and are not part of a checklist. Indeed, in looking at Appendix 6, we see 
that in some instances the culpable conduct listed in one level is repeated or overlaps with a minor 
change of wording in another. See for example levels 2 and 3 – persistent communication of a romantic 
or sexual nature (level 2) and incessant communication of a romantic or sexual nature (level 3). 


As such, the presence or absence of a factor listed in Appendix 6 was not conclusive in the deter-
mination of the level of compensation; the claim was examined as a whole and placed on a continuum 
addressing the severity of the conduct and the nature of the impact on the claimant. Furthermore, 
there are some inconsistencies in the injuries set out in Appendix 6. For example, level 2 states that 
compensable injuries include mild PTSD and depression but a note to that level states that it does not 
include psychiatric conditions. 
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B) CLAIMS THAT WERE COMPENSATED


Of the 3,086 claims assessed, 2,304 were compensated. The following chart outlines the levels of 
compensated claims.


Level 1 747 32,42%


Level 2 918 39,85%


Level 3 180 7,81%


Level 4 198 8,59%


Level 5 1 1 1 4,82%


Level 6 150 6,51%


Total 2,304 100%


Level 1


There were 747 claims assessed at Level 1 which represented 24% of all the 
claims assessed and 32% of claims compensated. The first level of compen-
sation, addressed to minimal injuries, resulted in an award of $10,000. 


The culpable conduct associated with Level 1 was generally of a minor nature, 
including general, non-specific derogatory remarks based on gender or sexual 
orientation from colleagues, exposure to generalized inappropriate conduct 
from male colleagues, and low-level bullying. For example, a constable’s 
colleagues repeatedly referring to 1974 as the worst year in the RCMP’s history, 
excluding the claimant from detachment activities like coffee runs, persistent commentary on a claimant’s 
physical appearance or sex life, immature practical jokes, and pejorative comments about the “place” of 
women in the RCMP being to attend to male members. 


The impact of Level 1 harassment is minimal (anxiety, anger, loss of self-esteem, malaise). The length 
of time over which the conduct is experienced may be an aggravating factor. In some cases, claimants 
were assessed at Level 1 despite reporting more serious harms, either on the basis that I found that 
it was more likely than not that the harms were connected to other incidents, or that the file lacked 
medical documentation that would have allowed me to connect the less serious culpable conduct to 
these very serious harms. 


Generally, Level 1 impacts on claimants were minor and the claimant could be expected to recover or 
was shown to have recovered. These impacts included claimants temporarily losing confidence in their 
policing abilities, claimants showing elevated levels of stress before returning to work after being away, 
feelings of anger against colleagues, or feelings of humiliation.


There were 
747 claims assessed 
at Level 1 which 
represented 24% 
of all the claims 
assessed and 
32% of claims 
compensated.
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Level 2


There were 918 files assessed at Level 2 which made up 30% of all claims 
assessed and 40% of claims compensated. The Settlement Agreement 
provided that level 2 claimants suffered mild injury which resulted in an award 
of $35,000.


Culpable conduct falling at Level 2 generally included a heightened degree of 
severity from the incidents seen at Level 1, or involved conduct at the hands 
of superiors or persons in positions of authority, including trainers during 
the Recruit Field Training period at a claimant’s first detachment posting. For 
instance, a claimant’s supervisor might exclude her from detachment activities 
or training or retaliate against a claimant following her advising she was pregnant and would be taking 
maternity leave. In other cases, superiors made inappropriate comments regarding a claimant’s physical 
appearance, pursued sexual or romantic relationships with claimants, or made inappropriate inquiries 
about, or commentary on, a claimant’s sex life. There were also more serious incidents from colleagues, 
such as unwanted kissing or more minor touching with a sexual purpose or intention.


Level 2 impacts on claimants were generally more sustained than those at Level 1, but it appeared 
that the claimant either had, or would, recover. While some work disruption was consistent with Level 
2 impacts, as mentioned above, a note in Appendix 6 to the Settlement Agreement specified that 
Level 2 impacts would have no psychiatric condition, no troubling substance abuse, and no permanent 
psychiatric condition. However, this note was contradicted by items like “post-traumatic stress, not 
severe” and “mild depression” being included in the list of Level 2 impacts. As such, the presence or 
absence of a psychiatric diagnosis was not a determinative of a claim falling at Level 2 or above.


Claimants who were assessed at Level 2 were entitled to seek reconsideration of that decision, as this 
level fell at the line between the simplified file-based review and the more complex process involving 
an in-person interview with an Assessor. The new elements had to be compelling.


The threshold for reconsideration agreed to by the parties and approved by the Federal Court was high. 
Claimants had to demonstrate that they had new information (not reasonably available at the time of 
the decision) and demonstrate that there were reasonable grounds to show that their claim should be 
determined after an interview.32


Instances in which reconsiderations were granted primarily occurred where claimants were unable to 
obtain relevant documentation or information due to circumstances beyond their control. In such cases, 
the claimants also had to show that there were reasonable grounds to show that their claims should be 
determined after an interview. 


Very few claimants were able to meet both elements of the test set out in the Settlement Agreement. 
Eight of the 156 requests for reconsideration received by the Assessor were granted.


Some claimants were assessed at level 2 following an interview. Preliminary assessments following paper 
file reviews were not binding on the Assessor conducting the interview. It was open to the Assessor 
conducting the interview to make a determination, based on all of the evidence including the interview, 
that a file should be assessed at level 2 despite having been granted an interview. This occurred in only 
6 files.


32. See Settlement Agreement, Schedule B, s. 23.


There were 918 files 
assessed at Level 
2 which made up 
30% of all claims 
assessed and 
40% of claims 
compensated. 
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Level 3 to 6 Claims


If, based on a paper review, I preliminarily assessed a claim at level 3 or higher, an interview was required 
prior to the final assessment. All three Assessors, myself, the Honourable Marion Allan and the Honourable 
Lynn Smith, conducted interviews across the country, from Halifax to Vancouver. Most of the interviews 
were conducted in person. Following the declaration of states of emergency across the country in March 
2020 due to the COVID-19 pandemic, interviews were conducted by video conference or, where that 
was not possible, by telephone. All interviews were attended by the claimant, the Assessor and a staff 
lawyer. If a claimant wished, she was able to have a support person attend with her. 


In all, the Assessors conducted interviews in 644 of the 3,086 files assessed. 


Level 3


Of the 3,086 claims reviewed, 180 cases were assessed at level 3. This is 6% 
of all claims assessed and 8% of claimants awarded compensation. Claimants 
assessed at Level 3 received an award of $70,000 and were required to 
demonstrate “lower moderate injury”.


Level 3 culpable conduct involved sexual assaults involving kissing and groping 
or more serious examples of bullying in which the claimant was ostracized 
from her colleagues or made to feel unsafe in the workplace due to constant 
negative conduct from colleagues and superiors. In some cases, claimants 
were intentionally put in harm’s way by colleagues or superiors who failed 
to provide backup. Level 3 culpable conduct also included more graphic acts, such as male officers 
exposing their genitals to female members or persistently displaying graphic pornographic material in 
the workplace. 


Level 3 effects on victims were more debilitating than those falling at Level 2, and had longer-term conse-
quences for the claimant’s health, personal life and career, often (but not always) involving the diagnoses 
of psychiatric conditions, the prescription of medication, and the use of long-term counselling.


Level 4


Of the 3,086 claims reviewed, 198 were assessed at level 4. This is 6% of all 
claims assessed and 9% of claims awarded compensation. Claimants at level 4 
received $100 000 and were required to demonstrate “upper moderate injury”. 


Level 4 culpable conduct involved a heightened degree of severity. For 
instance, sexual assaults involving the use of force or intimidation, attempts to 
undress the claimant, exposure of genitals to the claimant including situations 
in which a male colleagues and superiors rubbed his erect penis against the 
claimant or attempted to force her to touch it. Level 4 culpable conduct also 
involved bullying conduct leading to a toxic workplace, or physical aggression 
or other acts or omissions resulting in bodily harm to the claimant.


The impacts at Level 4 were more serious than those at Level 3, although there were still indications 
that the claimant could recover and continue to function professionally.


Of the 3086 claims 
reviewed, 180 cases 
were assessed 
at level 3. This is 
6% of all claims 
assessed and 8% of 
claimants awarded 
compensation.


Of the 3086 
claims reviewed, 
198 were assessed 
at level 4. This is 
6% of all claims 
assessed and 9% 
of claims awarded 
compensation.
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Level 5


There were 111 claims compensated at level 5 which represents 4% of the total 
claims assessed and 5% of claims awarded compensation. This is also the first 
level where the Settlement Agreement provides a right to seek compensation 
for secondary class claimants, more specifically, current or former children and 
current spouses. This is indicative of the severity of the impacts at this level 
on the claimant’s family. Children and current spouses of the claimant were 
entitled to make a secondary class claim following an assessment at level 5. 


Culpable conduct at level 5 included sexual assaults involving non-penetrative 
genital sex acts, and serious workplace incidents aiming to destroy a claimant’s 
career or cause grievous bodily harm. 


The impact on victims established by the Settlement Agreement for level 5 was “significant injury”. These 
effects were much more serious, involving, for example, significant substance abuse problems, suicidal 
ideation, and serious problems in family and intimate relationships. These claims resulted in an award 
of $150,000.


Level 6


Level 6 was the highest level of compensation available. Claimants who sustained 
“severe injury” linked to gender or sexual orientation-based harassment and 
discrimination were assessed at level 6. As with level 5, children and current 
spouses of the claimant were entitled to make a secondary class claim following 
an assessment at level 6. 


There were 150 claims compensated at level 6 representing 5% of the files 
assessed and 7% of claims awarded. Claimants assessed at Level 6 received 
compensation of $220,000. 


Many of the cases that fell at level 6 involved a serious, penetrative sexual 
assault. Level 6 culpable conduct could also cover bullying and constructive 
dismissal of vulnerable claimants resulting in resignation, or, leaving a claimant in a dangerous situation 
without backup in which she was seriously injured resulting in permanent disability. 


These women frequently reported suicidal ideation and attempts and presented with severe PTSD or 
other forms of severe psychological injury. For some claimants, the claims process and the interview were 
the first time they had ever spoken of the sexual violence they lived through. Others had reported the 
sexual violence and had gone through horrific investigations, leaving them broken and without a career. 


Many claimants stated that they were just now dealing with the trauma caused by the sexual and psych-
ological violence they experienced, through counselling and medication. Others had become addicted 
to alcohol or pain killers, while still others had completely withdrawn from the world and had few, if any, 
social ties. 


In many instances, it was clear that no amount of money would ever compensate these claimants for 
the trauma that they were subjected to by their male colleagues.


There were 111 
claims compensated 
at level 5 which 
represents 4% of 
the total claims 
assessed and 5% 
of claims awarded 
compensation.


There were  
150 claims 
compensated at 
level 6 representing 
5% of the files 
assessed and 7%  
of claims awarded. 
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Secondary Class Claims


Claimants who were assessed at level 5 or level 6 were entitled to make secondary class claims for 
eligible secondary class members. Secondary class members were defined as being children and the 
current spouse of the primary class member. 


A spouse was defined as: (a) either one of two persons who are currently married to each other or who 
have together, in good faith on the part of a person relying on this clause to assert any right, entered 
into a marriage that is voidable or void, and are living together; OR (b) either one of two persons who 
are not married to each other and have co-habited for a period of not less than three years, or are in a 
relationship of some permanence, if they are the natural or adoptive parents of a child.


Child was defined as: “a natural or legally adopted child of the Primary Class Member, or a person for 
whom the Primary Class Member has custody under a court order or domestic contract, or a person 
toward whom the Primary Class Member has demonstrated a settled intention to treat as a child of her 
family, except under an arrangement where the child is placed for valuable consideration in a foster 
home by a person having lawful custody. 


A primary class member was required to submit a secondary class claim form for each eligible secondary 
class member along with proof of their relationship to the primary class member. This included marriage 
certificates, proof of cohabitation, long form birth certificates, affidavits, relevant court orders or adoption 
documents.


A total of 10% of the award made to a primary class member could be awarded to eligible secondary 
class members. Each secondary class member was entitled to a maximum of 5% of the total award. If 
there were more than two secondary class members, the 10% was divided evenly between them. For 
example, if there were four secondary class claimants, each one would receive 2.5% of the overall 
compensation awarded to the primary class member.


The 15% class counsel fee and applicable sales taxes were also deducted from secondary class claim 
awards.


For level 5, 93 of the claimants made secondary class claims which resulted in 210 payments for 
family members. As for level 6, 127 of the claimants made secondary class claims, which resulted in  
278 payments for their families.


In all, I approved 488 secondary class claim awards for a total of $3,616,500. 
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C) PAYMENT OF COMPENSATION AND CLASS COUNSEL FEES


Compensation was paid directly from the Office of the Independent Assessor to claimants by way of 
a cheque. The Federal Court denied a request from class counsel that payments be made directly to 
them pursuant to a “direction to pay” signed by a claimant.33


In total, the government was required to pay $125.4 Million under the Claims Process. 85% of this amount 
went to claimants, while 15% was paid to the two law firms that acted as class counsel.34


The Federal Court’s Settlement Approval Order awarded class counsel a counsel fee of 15% (plus 
applicable sales taxes). The class counsel fee was withheld from the amount of compensation awarded 
to a claimant. This fee was in addition to the $12,000,000 in legal fees that the federal government 
agreed to pay to the law firms acting for the two representative plaintiffs. 


Class counsel had no obligation to assist claimants prepare their individual claims. Some claimants 
entered into separate retainer agreements with the offices of the two class counsel (Klein Lawyers LLP 
and Kim Spencer McPhee P.C.) and paid an additional percentage of their award for their services; others 
retained other counsel and paid fees for their services. A number of claimants were confused by the 
withholding of class counsel fees from their awards under the Settlement Agreement and the additional 
bills they received for legal services. They had been under the impression that the class counsel fees 
included the individual assistance they received from class counsel. 


Of the 3,086 claims assessed, 734 chose to be represented by counsel. Of these, 605 were represented 
by Klein Lawyers, 93 were represented by Kim Spencer McPhee and 36 were represented by other 
law firms. 


Claimants represented


Klein Lawyers 605


Kim Spencer Mc Phee 93


Other law firms 36


734


Claimants not represented 2,352


Total 3,086


In all, class counsel received $30,789,975 as class counsel fees ($15,394,987.50 to each law firm). This 
number includes both the lump sum payment as well as the 15% but excludes the applicable provincial 
tax withheld and additional charges required by either law firm for services rendered to assist claimants 
in completing their claims. Of the $137.4 million paid by the federal government (Claims Process + Lump 
Sum Counsel Fee), nearly 25% was paid to the two law firms who brought these class actions, while the 
2,304 current and former Regular Members, Civilian Members, and Public Service Employees who were 
compensated for gender-based and sexual orientation-based harassment and discrimination received 
the balance. 


33. 2018 FC 255


34. Klein Lawyers LLP and Kim Spencer McPhee P.C.
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PAST RECORD OF  
SEXUAL HARASSMENT  
AND DISCRIMINATION  
AT THE RCMP


I PREVIOUS LITIGATION AND REPORTS


The issues of sexual harassment and discrimination in the RCMP are not new. Over 30 years ago, the 
Honourable Sheila Copps spoke in the House of Commons about the sexual harassment and assault 
of a female RCMP member by her male colleagues on the Musical Ride.35 She asked the Government 
of Canada to conduct an independent inquiry into allegations of sexual harassment in the RCMP.  
The Government declined. 


Litigation against the RCMP arising from incidents of sexual harassment and assault against women is 
also not new. Indeed, the Merlo Davidson Settlement Agreement was preceded by numerous actions 
against the RCMP by women. 


A) PAST LITIGATION


The first successful suit against the RCMP was brought by a female member in 1989. Constable Alice 
Clark sued the RCMP for damages arising from the gender-based harassment and discrimination 
that she experienced during her posting to Red Deer from 1981 to 1987. She was awarded $93,000 
($88,000 for lost wages and $5,000 for pain and suffering).36 Her case showed that, two decades 
before this settlement, the problems facing women in the RCMP were known both to the RCMP and to 
the government. Constable Clark’s case spurred its own media interest (Maclean’s magazine published 
a lengthy article on the subject in April 1995);37 however, it would take many more cases of such conduct 
coming to light to spur any real movement within the RCMP or among the general public.


4


35. House of Commons Debates, 33rd Parl, 2nd Sess, (14 July 1988) at 17551.


36. Clark v Canada, [1994] 3 FC 323, 76 F.T.R. 241 (FC) (available on CanLII).


37. Rae Corelli, “Aiming for Respect: Policewomen fight to end sexual harassment on the job”, Maclean’s, (10 April 1995) 46, online: 
Macleans.ca <http://www.archive.macleans.ca>.


BROKEN DREAMS BROKEN LIVES 34







The next two decades would see repeated suits from women in the RCMP resulting from gender-based 
discrimination and harassment. In 1997, Lydia Petrovics and Cheryl Cook started a lawsuit in the New 
Brunswick Court of Queen’s Bench alleging that Sergeant Clive Cannon had engaged in a wide variety 
of sexual harassment, including degrading sexual comments, requests for intercourse, and simulated 
masturbation and orgasm.38 


• Constable Krista Carle, Corporal Victoria Cliffe and two unnamed female members brought suit 
against Sergeant Robert Blundell in 2003 and settled their claim in 2004.39


• Constable Nancy Sulz was awarded $950,000 in damages in 2006, after nearly ten years of 
litigation.40


The movement by women in the RCMP to engage the civil courts came to widespread public attention 
when Corporal Catherine Galliford filed suit in British Columbia in 2012.41 Corporal Galliford had 
considerable public recognition as the Media Relations Officer for both the Air India Task Force and 
the Missing Women’s Task Force investigating the disappearances of numerous women eventually linked 
to Robert Pickton. 


Numerous other civil claims against the RCMP were filed by women between 2011 and 2013.42 Members 
also sought redress before the Canadian Human Rights Tribunal,43 including one complaint that specif-
ically put systemic gender-based harassment in issue and the RCMP was required to disclose its recent 
studies and reports on sexual harassment within the RCMP.44 


RCMP women also recounted their experiences of sexual harassment and discrimination in memoirs,45 
and in letters to RCMP Commissioners and politicians.46


38. Petrovics v Canada, New Brunswick Court of Queen’s Bench File No. F/C/751/97 (District of Fredericton); Cook v Canada,  
New Brunswick Court of Queen’s Bench File No. F/C/751/97 (District of Fredericton). Motion to strike dismissed in:  
Petrovics v Canada; Cook v Canada (1999), 209 NBR (2d) 237 (QB); aff’d 210 NBR (2d) 109 (CA) (available on CanLII).


39. Joe Friesen and Andy Hoffman, “RCMP settles sex-assault allegations”, The Globe and Mail, (4 August 2004).


40. Sulz v Canada, 2006 BCSC 99, appeal dismissed 2006 BCCA 582 (available on CanLII).


41 . Catherine Galliford v Marvin Wawia, Mike Bergerman, Doug Henderson, Phil Little, Dr. Ian MacDonald, Canada  
(Attorney General) and British Columbia (Minister of Justice), Supreme Court of British Columbia File No. S-123330 
(Vancouver Registry).


42. Gastaldo v Canada, Supreme Court of British Columbia File No. S115714 (Vancouver Registry) (August 2011);  
Couture v Canada, Supreme Court of British Columbia File No. S118171 (Vancouver Registry) (December 2011);  
Katz v Canada, Supreme Court of British Columbia File No. S120006 (Vancouver Registry) (January 2012); Rai v RCMP, 
Canadian Human Rights Tribunal File No. T1795/2512 (March 2012); Katz v Canada, Supreme Court of British Columbia 
File No. S124793 (Vancouver Registry) (July 2012); O’Farrell v Canada, Ontario Superior Court of Justice File No. 13-57685 
(Ottawa Registry) (May 2013); Montague v Shields, Supreme Court of British Columbia File No. S135796 (Vancouver Registry) 
(August 2013).


43. See for e.g.: Jackson v RCMP, Canadian Human Rights Tribunal File No. T611/6900; Thompson v Canada, 2007 FC 119; 
Canada v Windsor-Brown, 2016 FC 1201.


44. Rai v RCMP, 2013 CHRT 36 at paras 18-19.


45. For example, see: Karen L. Adams, Woman in Scarlet: The Groundbreaking True Story of Life as a Female Mountie  
(Adams Enterprise, 2018) Janet Merlo, No One to Tell: Breaking my silence on life in the RCMP  
(St. John’s, NL: Breakwater Books, 2013).


46. Letter to Perrin Beatty, Solicitor General, February 17, 1986; Janet Merlo also wrote to RCMP Commissioner William Elliott,  
in 2007, raising concern with RCMP policies on transfers and sexual harassment. In her memoir, she includes  
Minister Stockwell Day’s response from October 12, 2007 which does not acknowledge her allegations of harassment,  
and Deputy Commissioner Peter Martin’s response two years later stating the RCMP takes her allegations seriously.  
See No One to Tell, supra note 11, 174-175 and accompanying letters.
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47. Ibid. at 46..


Despite their advocacy and despite the many internal investigations, I infer that sexual violence and 
harassment continued within the RCMP because there was a lack of sanctions for unacceptable conduct. 
In the words of one claimant: 


“It is my opinion that if the offending male members had the deterrent of having to answer for 
their indiscrete and unprofessional behaviour then they would be less likely of committing acts of  
sexual harassment. It would also give the female members some peace of mind to know that they  
had somewhere to turn when they were harassed by some unscrupulous male members regardless  
of his rank.” 47


B)  PREVIOUS REPORTS ON SEXUAL HARASSMENT  
AND DISCRIMINATION IN THE RCMP


Since 2007, there have been at least 15 reports, internal and external, that 
have highlighted workplace issues and at least in part addressed harassment, 
including sexual harassment. 


I note that some of the findings and Recommendations set out in 
the previous reports are similar to those heard from the claimants 
in the Merlo Davidson claims process. 


Based on what I have heard, I cannot conclude that the steps taken 
to address sexual harassment and discrimination have been suffi-
ciently effective. 


Past litigation, discussion in Parliament, and prior reports reveal 
what was known by RCMP management about harassment in their 
workplaces. The systemic discrimination that prevailed for years has 
been tolerated. In the following paragraphs, I will highlight some of 
the more recent reports.


Relying on the 
RCMP to investigate 
and implement 
remedial action has 
not, based on what 
I have heard during 
the claims process, 
been effective. 


Numerous Recommendations 
have been made to the RCMP 
management and although 
many have been accepted 
and implemented, I was told of 
sexual harassment  
and assaults occurring as late 
as May 2017. The claimants  
I interviewed said that  
there was no meaningful 
implementation of these 
Recommendations.
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From 2011 to 2014 there were no less than 7 investigations into the RCMP workplace (including some 
about sexual harassment), most external to the RCMP, which recommended reforms to human resource 
management, the harassment complaints processes, and cultural change. Some of these reforms were 
not new but had already been recommended in the 2007 Brown Task Force report.48 


In 2011, following an interview with Cpl Galliford about the harassment she experienced in the RCMP, 
the Government and RCMP announced that the Civilian Review and Complaints Commission would 
investigate the RCMP’s handling of harassment claims dating back to 2005.49 At the same time,  
E Division (the largest Division covering British Columbia where Cpl Galliford’s career was based) 
began an internal review of sexual harassment using employee focus groups to identify the scale of 
the problem.50


The E Division Report gathered information from members throughout British Columbia. While the report 
noted that employee participants self-reported that harassment was not “rampant,”51 those participants 
also flagged serious barriers to reporting incidents. Those included mistrust that the complaint would 
be taken seriously or a mistrust that the chain of command would fairly assess the problem.52 Similar 
barriers were commonly identified by claimants in the claims process for the Merlo Davidson Settlement 
Agreement. However, despite uncertainty as to the extent of the problem, the participants agreed 
the issue of harassment was serious enough that it warranted a completely new reporting process 
independent of the chain of command.53


The Civilian Review and Complaints Commission’s report found that the RCMP was generally following 
policy but that it could improve transparency and consistency. To achieve those improvements, the 
Commission recommended an external review mechanism for decisions about harassment complaints, 
mandatory training and timelines for investigators, education on workplace harassment for all employees 
and ongoing evaluation of the efficacy of the reforms.54


48. Task Force on Governance and Cultural Change in the RCMP, Rebuilding the Trust (Ottawa: Government of Canada, 2007) 
online: https://www.publicsafety.gc.ca/cnt/cntrng-crm/tsk-frc-rcmp-grc/_fl/archive-tsk-frc-rpt-eng.pdf [“Brown Task Force 
Report”].


49 Jane Taber, “Mounties get new chief, begin probe of sexual-harassment allegations”, The Globe and Mail. (16 November 
2011) online: https://www.theglobeandmail.com/news/politics/ottawa-notebook/mounties-get-new-chief-begin-probe-of-
sexual-harassment-allegations/article619740/. Commission for Public Complaints Against the Royal Canadian Mounted 
Police, Public Interest Investigation Report into Workplace Harassment in the RCMP, (Ottawa: Civilian Review and Complaints 
Commission, 2013) (Chair: Ian McPhail) online: https://www.crcc-ccetp.gc.ca/en/report-workplace-harassment-rcmp  
[“Public Complaints Commission”].


50. Royal Canadian Mounted Police, Summary Report on Gender Based Harassment and Respectful Workplace Consultations: 
“E” Division, Final Version (2012), online: < http://redwalljanehall.com/wp-content/uploads/2013/03/E-Div-Summary-Report-
Final-Version-Simmie-Smith.pdf> [“E Division Report”].


51. Ibid. at 20.


52. Ibid. at 5.


53. Ibid. at 6 and 19. 


54. Civilian Review and Complaints Commission, supra note 14, at 2-3.
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The RCMP also conducted an internal audit of gender representation within the senior ranks: the 
Gender-Based Assessment.55 The RCMP wanted to know whether gender discrepancy within the senior 
ranks was a product of discriminatory policy or some other failure to provide equal opportunity for 
women in the RCMP.56 The gender audit found that RCMP policies regarding recruitment and promotion 
were predominantly gender-neutral – they did not discriminate. To the extent the data revealed gender 
disparity within the chain of command, the authors identified a number of significant factors. These 
included non-policy based social factors impeding women’s access to promotional opportunities such 
as access to childcare, ease of mobility, a tendency to self-limit promotion applications.57


In the 2012 Gender and Respect Action Plan, the RCMP committed to 37 measures to improve the 
culture and composition of the RCMP.58


In 2013 the Senate Standing Committee on National Security and Defence also conducted a study on 
sexual harassment in the RCMP. The Committee received testimony from experts throughout 2013 and 
made Recommendations to address sexual harassment.59 In its report, the Committee urged the force 
to make better use of the Code of Conduct and use the chain of command to rein in the problem actors. 
The 11 Recommendations flowed from testimony from a range of witnesses on how to address ongoing 
issues of harassment and members’ loss of trust in the disciplinary process. 


In 2014, Senator Grant Mitchell and the Honourable Judy Sgro, MP, held four roundtables and one 
expert panel to receive direct stories about harassment.60 Their report, “Shattered Dreams: Addressing 
Harassment and Systemic Discontent within the RCMP”, described the injuries and harms experienced 


by the women in detail.61 They heard evidence that emphasized the mental 
toll of sexual harassment on women who remained and those who had 
given up their careers because of their colleagues’ treatment.62 A lack of 
mental health support, a seemingly ineffective grievance process, and 
poor treatment of injured members were indicative of the true cost of 
harassment in the workplace. The authors’ roadmap for change included 
recommended improvements in access to mental health services during 
and after service and stressed that all recommended initiatives must 
support the critical need for cultural change.63 


The authors’ roadmap 
for change included 
recommended 
improvements in access 
to mental health services 
during and after service 
and stressed that all 
recommended initiatives 
must support the critical 
need for cultural change.


55. Royal Canadian Mounted Police, Gender-Based Assessment (2012) online: https://www.publicsafety.gc.ca/lbrr/archives/
cnmcs-plcng/cn30907-eng.pdf [“Gender-Based Assessment”].


56. Ibid. at 1. 


57. Ibid. at 28-29. 


58. Royal Canadian Mounted Police, Gender and Respect: The RCMP Action Plan (2013) online: https://www.rcmp-grc.gc.ca/en/
gender-and-respect-the-rcmp-action-plan [“Gender and Respect Action Plan”]


59. Standing Senate Committee on National Security and Defence, Conduct Becoming: Why the Royal Canadian Mounted Police 
Must Transfer its Culture, Final Report by The Honourable Daniel Lang & The Honourable Roméo Dallaire  
(Ottawa, The Senate Committees Directorate, 2013), online: <https://sencanada.ca/content/sen/Committee/411/secd/rep/
rep14jun13-e.pdf> [“Conduct Becoming”]. 


60. The Honourable Judy A. Sgro & The Honourable Grant Mitchell, Shattered Dreams: Addressing Harassment and  
Systemic Discontent within the RCMP (2014), online: < http://theprogressives.ca/wp-content/uploads/2014/12/ 
Shattered-Dreams_Final.pdf> [“Shattered Dreams”].


61. Ibid. 


62. Ibid. at 11, and see quoted testimony from witnesses appearing at Roundtables in ibid. at Appendix II at 23-31. 


63. Ibid. 
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The RCMP Women’s Veteran Council also contributed to the discussion of sexual harassment and 
discrimination in the RCMP in 2013.64 Notably, it asserted that sexual harassment was the least common 
form of harassment within the force and that personal harassment and abuse of power were more 
widespread and therefore more pressing.65


When considered together, these reports reveal a layered and concerning picture of workplace dysfunc-
tions that would be unacceptable in any organization but is of particular concern in a national police 
force. 


These and earlier reports led up to the passage of Government Bill C-42 The RCMP Accountability 
Act which was intended to address a range of problems within the RCMP, including sexual harassment. 


II LEGISLATIVE REFORM AND OTHER INITIATIVES


In 2014, Parliament enacted a number of significant changes to the RCMP Act in the Enhancing Royal 
Canadian Mounted Police Accountability Act (“RCMP Accountability Act”).66


The RCMP Accountability Act had two primary goals. The first was to strengthen “… the Royal Canadian 
Mounted Police review and complaints body” and implement “… a framework to handle investigations 
of serious incidents involving members.”67 The second was to modernize the “… discipline, grievance 
and human resource management processes for members, with a view to preventing, addressing and 
correcting performance and conduct issues in a timely and fair manner.”68


Although the RCMP Accountability Act did not make substantive amendments to the RCMP External 
Review Committee, section 17 of the 2014 Royal Canadian Mounted Police Regulations (2014 Regs)69 
expanded the Committee’s mandate to include, among other things, appeals relating to decisions that 
a member had contravened the Code of Conduct by engaging in harassment.70


64. Jane Hall et al. Addressing a Crisis in Leadership (RCMP Veteran’s Women’s Council, 2014) online: http://redwalljanehall.com/
wp-content/uploads/2015/03/RCMP-Veteran-Womens-Council-Report-June-2014-Addressing-a-Crisis-in-Leadership.pdf 
[“Veteran’s Women’s Council”]. 


65. Ibid. at 4. 


66. Enhancing Royal Canadian Mounted Police Accountability Act, R.S. 2013, c. 18 [“RCMP Accountability Act”].


67. Ibid., Summary. 


68. Ibid., Summary. 


69. Royal Canadian Mounted Police Regulations, (SOR/2014-281) [“2014 Regs”].


70. Following the 2014 legislative and regulatory amendments, the RCMP External Review Committee expanded mandate 
includes: (1) an appeal relating to a decision that a member, on a balance of probabilities, contravened the Code of Conduct 
by engaging in harassment; (2) an appeal relating to a decision to discharge or demote on the grounds of (i) a disability, 
as defined in the Canadian Human Rights Act, (ii) being absent from duty without authorization or having left an assigned 
duty without authorization, (iii) a conflict of interest; (4) an appeal of a decision to revoke an appointment; (5) an appeal of a 
discharge or demotion for ground of unsatisfactory performance; (5) an appeal of a decision ordering the stoppage of pay  
or allowance for reasons listed in paragraph 22.(2)(b) of the RCMP Act; and (7) a decision that a complaint was not submitted 
within the prescribed timeframe. Supra note 34.
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A) CHANGES TO THE GRIEVANCE PROCESS


The 2014 RCMP Accountability Act required that the Commissioner establish an informal conflict 
management system as well as inform the members of the RCMP of its availability.71 


The amendments also established a new framework for the adjudication of grievances.72 Adjudicators, 
designated by the Commissioner to hear grievances, now have the power to decide on all matters 
relating to the grievance before them,73 and their decisions must be rendered as informally and exped-
itiously as the principles of procedural fairness permits.74


If a decision of an RCMP adjudicator concerns harassment or other specified conduct matters, a file 
must be reviewed by the External Review Committee before an appeal is determined.75 However, the 
Commissioner is not bound by the findings or Recommendations made by the Committee.76


B) CHANGES TO THE CODE OF CONDUCT


The RCMP Accountability Act also made several amendments to the RCMP Code of Conduct (found in a 
Schedule to the 2014 Regulations). These changes were intended to emphasize the importance of public 
trust and the accountability of members. Amendments were also made to the framework for dealing with 
conduct questions to ensure that proceedings were conducted in “a fair and consistent manner” at an 
appropriate level. The goal was for disciplinary measures to be remedial where appropriate.77


Of note, it was only in 2014 that the Code of Conduct was amended to include an explicit obligation for 
a member to not engage in harassment or discriminatory conduct. This was a recommendation in the 
Final Report of the Standing Committee on National Security and Defence called “Conduct Becoming: 
Why the Royal Canadian Mounted Police Must Transform its Culture.”78 Section 2.1 of the 2014 Code 
of Conduct now states:


“Members treat every person with respect and courtesy and do not engage in discrimination or harassment.”79 


71. Section 30.2 enacted by the RCMP Accountability Act, supra note 31]. It is this provision that is relied upon for the making  
of the Commissioner’s Standing Orders (Investigation and Resolution of Harassment Complaints) SOR/2014-290.


72. Section 36 of the Commissioner’s Standing Orders (Grievance and Appeals), SOR/2014-289.


73. Section 10 of the Commissioner’s Standing Orders (Grievance and Appeals), SOR/2014-289. 


74. Section 11(1) of the Commissioner’s Standing Orders (Grievance and Appeals), SOR/2014-289.


75. Paragraph 6(2)(b) of the Commissioner’s Standing Orders (Investigation and Resolution of Harassment Complaints), 
SOR/2014-290.


76. Subsections 32(2) enacted by the RCMP Accountability Act, supra note 31. 


77. Subsection 36.2(b) enacted by the RCMP Accountability Act, ibid.


78. Conduct Becoming, supra note 24. 


79. Section 2.1 of the Schedule to the 2014 Regs, supra note 34.
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The RCMP Accountability Act also added a new part80 that deals with “serious incidents”. A serious 
incident includes an incident that resulted in serious injury (which is defined as prescribed physical or 
psychological injuries).81 It also includes an incident that may constitute an offence under federal or 
provincial law if the Minister, a provincial minister, or the Commissioner decides that it is in the public 
interest that the incident be investigated by a provincial investigative body or police force (other than 
the Force). 


C) REPORTS OF MOUNTING LITIGATION COSTS AND AN UNTENABLE STATUS QUO 


Even after the enactment of the 2014 RCMP Accountability Act, there were several reports critical of 
the RCMP workplace as well as its grievance and discipline structure.


In early 2016, the RCMP Commissioner learned of reports of sexual misconduct in the explosives training 
unit. An internal RCMP report into the allegations was published in June 2016. This report describes 
allegations of sexual harassment by two RCMP members (S/Sgt. and CM) who worked at the Explosive 
Training Unit with the Canadian Police College. These two men were investigated at least twice before 
the allegations were made public. One member had written to the RCMP Commissioner expressing a 
concern that the disciplinary action taken against these members was inadequate. Even after they were 
disciplined, these men were transferred to supervise or work in close proximity to the victims and the 
witnesses that had testified against them. This report summarizes the action taken against these men, 
identifies concerns with the overall process, and makes 27 Recommendations.82


In March 2017, former Auditor General of Canada, Sheila Fraser, was asked to review four civil litigation 
cases brought against the RCMP seeking damages for workplace sexual harassment. Ms. Fraser reported 
to the Minister of Public Safety and Emergency Preparedness on her observations on this issue and 
made 3 primary Recommendations, namely, that the Government:


• establish a Management Advisory Board;


• establish a separate distinct unit to deal with all harassment and workplace issues staffed by 
non-RCMP individuals. Confidential and anonymous complaints should be allowed. This unit 
should report functionally to the Management Advisory Board; and,


• carry out independent, external reviews on the RCMP Health Services Branch and the grievance 
system.83 


80. Sections 45.79 to 45.87 enacted by the RCMP Accountability Act, supra note 31.


81. SOR/2019-280 only prescribes physical injuries. Regulations prescribing “psychological injuries” have not yet been made. 


82. Royal Canadian Mounted Police, Report on Allegations of Harassment and Sexual Misconduct at the RCMP’s  
Canadian Police College Explosives Training Unit (Ottawa: Royal Canadian Mounted Police, 2016) online:  
https://www.rcmp-grc.gc.ca/en/report-allegations-harassment-and-sexual-misconduct-the-rcmps-canadian-police-college-
explosives [“Report on Police College”]; 


83. Sheila Fraser, Review of four cases of civil litigation against the RCMP on Workplace Harassment: Report to the  
Minister of Public Safety and Emergency Preparedness – March 2017 (Ottawa: Public Safety Canada, 2017) online:  
https://www.publicsafety.gc.ca/cnt/rsrcs/pblctns/rcmp-wrkplc-hrssmnt-css/index-en.aspx [“Fraser Report”].
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Shortly after Ms. Fraser’s report was published, the Civilian Review and Complaints Commission (CRCC) 
for the RCMP published a Report into Workplace Harassment in the RCMP. This report notes the failure 
of the RCMP to take action, puts responsibility for future action on the Government, and forcefully 
recommends civilian oversight.84


The Government responded to the Fraser Report and the CRCC Report and agreed to implement their 
Recommendations. Most notably, the Government agreed to:


• Establish the Management Advisory Board;


• Amend the RCMP Act to allow the Minister to direct the RCMP Commissioner to seek the Board’s 
advice and report back on that advice, including any actions taken;


• Establish the Gender and Harassment Advisory Committees by Division.85


Currently, the RCMP is taking steps to enact amendments to the federal harassment regime under  
Bill C-65 (An Act to Amend the Canada Labour Code Harassment and Violence), including creating a 
dedicated roster of investigators, and a new policy allowing parties to agree on an internal or external 
investigator; and a new policy to ensure that complaints of sexual harassment are investigated by external 
civilian investigators.86


Additionally, the Government agreed to evaluate the changes, explore ways to externalize the harassment 
resolution process, overhaul the RCMP’s leadership development, improve recruitment, professionalize 
key segments of its workforce, and communicate progress on all its modernization efforts to RCMP 
employees and Canadians.87


Finally, in 2019 – 12 years after the Brown Task Force recommended outside management of the RCMP 
– the Government established an Interim Management Advisory Board and has committed to making the 
legislative changes necessary to make that Board permanent. Thirteen members have been appointed 
to serve on the interim Board.88


84. Canada, Civilian Review and Complaints Commission for the RCMP, Report into Workplace Harassment in the RCMP  
(Ottawa: Civilian Review and Complaints Commission for the RCMP, 2017), online: <https://www.crcc-ccetp.gc.ca/en/ 
report-workplace-harassment-rcmp> [“CRCC Report]. 


85. Canada, Ministry of Public Safety and Emergency Preparedness Canada, Response to the Report on Workplace Harassment 
in the RCMP and the Review of the Four Cases of Civil Litigation against the RCMP on Workplace Harassment (Ottawa: 
Public Safety Canada, 2018) online: https://www.publicsafety.gc.ca/cnt/rsrcs/pblctns/2018-rspns-rcmp-wrkplc-hrssmnt/ 
2018-rspns-rcmp-wrkplc-hrssmnt-en.pdf [“Public Safety’s Response to the Reports from CCRC and Fraser”]


86. Ibid., at 27.


87. Ibid.


88. Canada, Public Safety Canada, “RCMP Interim Management Advisory Board members announced by Minister Goodale”  
(5 June 2019) online: < https://www.canada.ca/en/public-safety-canada/news/2019/06/rcmp-interim-management-advisory-
board-members-announced-by-minister-goodale.html>.
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D) CHANGE INITIATIVES FOLLOWING THE SETTLEMENT AGREEMENT


As part of the Merlo Davidson Settlement Agreement the Government and the RCMP agreed to 
implement 20 change initiatives. Schedule “E” to the Settlement Agreement outlined these Change 
Initiatives which include an agreement to implement additional resources to assist supervisors in imple-
menting existing anti-harassment policies arising from the Treasury Board Directives and the RCMP 
Commissioner’s Standing Orders. Firstly, the RCMP agreed to make its harassment policy more available 
to those working in its ranks and to communicate that input on the harassment policy from those working 
within the RCMP was welcome. Secondly, the RCMP committed to strengthen anti-harassment training 
at Depot, for employees, and in the supervisor and management development program. 


Thirdly, the RCMP agreed to update its promotion policies and materials to institute more objective and 
relevant merit and to make clear that people of all genders and sexual orientation are equally capable 
of achieving leadership positions within the RCMP. 


Another Change Initiative requires the establishment of Gender and Harassment Advisory Committees 
(“GHACs”). Specifically, the RCMP was required to establish a National Gender and Harassment Advisory 
Committee in order to advise the Commissioner on issues of gender, sexual orientation, harassment, 
equity and inclusivity, as well as local Gender and Harassment Advisory Committees to give advice to 
Division Commanding Officers on those issues. 


After the Settlement Agreement was approved, the RCMP created GHACs in all sixteen divisions 
and at the national level. An application/nomination process selected GHACs made up of Regular 
Members, Civilian Members and Public Service Employees. The first Divisional GHAC meetings took 
place between January and March 2018. The National GHAC met in April 2018 and published an annual 
report addressing the subjects discussed at the meeting, including:


• Terms of Reference;
• Relationships between GHACs and other RCMP committees that address diversity and inclusion;
• Programs and policies for employees returning to the workplace following long absences;
• The Troop 17 Scholarship; and
• Possibility of more frequent meetings.


As part of the Settlement Agreement, the RCMP also established the “Troop 17 Scholarship”. This 
scholarship was named after the first troop of women to attend Depot in 1974. The scholarship recognizes 
full-time college or university students who have made significant efforts toward the prevention of 
bullying and harassment in their schools or communities. Up to five $1,000 scholarships are awarded 
each year. In 2018, the scholarship was awarded to four students, from Quebec, New Brunswick, British 
Columbia, and Ontario. In 2019, the scholarship was awarded to five students, from Nova Scotia, British 
Columbia, and Alberta. 
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E) PAST REPORTS: WHAT DO THEY TELL US ABOUT RCMP REFORM


What do I take from this very brief review of prior litigation and internal and external studies and responses? 
For almost 30 years the RCMP and the Government have known that there are pervasive issues of 
workplace sexual harassment and gender and sexual orientation-based discrimination. Initiatives taken 
to date do not seem to have had the desired effect. Indeed, many of the issues highlighted by previous 
reports were repeated to me by claimants in the Merlo Davidson 
claims process. I was told by some claimants that male members 
were mocking the Settlement Agreement and minimizing the extent 
of the problem. Women were called names and then told they could 
make a claim for compensation. 


I can only conclude that more needs to be done by the Government 
to combat what appears to be a pervasive and systemic problem 
within the RCMP. In the next chapter, I enumerate the findings drawn 
during my mandate as Assessor concerning sexual harassment and 
discrimination in the RCMP. These findings serve as the basis upon 
which I have made 46 Recommendations of more effective measures 
that should be implemented by the RCMP if the organization is really 
dedicated to eradicating the systemic problem of sexual misconduct 
within the Force. These Recommendations are contained in Chapter 
6 of this report.


Initiatives taken to date do not 
seem to have had the desired 
effect. Indeed, many of the 
issues highlighted by previous 
reports were repeated to me 
by claimants in the Merlo 
Davidson claims process. I was 
told by some claimants that 
male members were mocking 
the Settlement Agreement and 
minimizing the extent of the 
problem. 
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5
FINDINGS 


I  THE RCMP’S CULTURE IS TOXIC AND MUST BE  
ADDRESSED BY THE GOVERNMENT


The RCMP’s stated core values are honesty, integrity, professionalism, compassion, accountability and 
respect. These are the values that should underpin the culture of the RCMP. Sadly, that is not what 
I heard. The lack of respect, integrity, compassion and accountability that was related by claimants to 
me and the other Assessors directly contradicts these stated values.


Based on the 3,086 claims I have read and the 644 interviews that we (I and the two other Assessors) 
conducted, I have concluded that the RCMP is imbued with a toxic culture that tolerates misogyny and 
homophobia within its ranks and leadership. This is very different from the image that most Canadians 
have of the RCMP and its culture which is exemplified by fictional (white male) characters such as Dudley 
Do Right.


The culture of the RCMP portrayed by the claimants as one in which sexism, homophobia, gossip and 
backbiting; reprisals for rocking the boat and rumour-mongering flourish. While many claimants took care 
to mention that they had worked with some good members, they indicated that even these members 
often felt compelled to accept the prevalent culture and remained silent in the face of injustice.


In her 2015 Report on Sexual Harassment in the Canadian Armed Forces,89 the Hon. Marie Deschamps 
describes culture as: “…the ways in which, over time, people who work or live within a particular organ-
izational and institutional setting develop a shared set of understandings which allow them to interpret 
and act upon the world around them.” 


A similar definition was set out by Linda Duxbury in her 2007 report written in support of the Brown Task 
Force which states: “In simple terms, organizational culture is the pattern of shared values and beliefs 
that lead to certain norms of behaviour. It is “the way we do it around here.” It is the behavioural norms 
of the organization that a newcomer to the organization would quickly notice. It is “what and how we do 
things in this organization in order to succeed”.


89. https://www.canada.ca/en/department-national-defence/corporate/reports-publications/sexual-misbehaviour/external-
review-2015.html
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The testimony heard by the Assessors from the claimants is that the latter were drawn to the RCMP 
because of a desire to help people; they were confident that the RCMP was the best police organization 
in the world. The Red Serge, the Musical Ride, the police dogs, the opportunity to see the country had 
created an image that seemed too strong to be contested. Women often said that they were not appre-
hensive about joining a male dominated paramilitary organization. Even when they arrived at Depot, most 
of those that experienced insulting and vulgar language from trainers tried to ignore that; they believed 
it was just a way to toughen them up. 


However, as time passed, many of them realized that this misogynist behaviour and discriminatory 
treatment of woman trainees would not go away; it was firmly entrenched in the RCMP culture.


A) OFFENSIVE LANGUAGE


Claimants told the Assessors that male RCMP members would call women sickening and humiliating 
names like “split-tail, “cunt, “canoe-licker, “bitch”, “ball-breaker”, “fresh meat”, “beaver tails”, “WREN 
(wasted regimental number)”. If a woman happened to also be Indigenous she was called a “squaw”, 
“smoked meat”, etc. 


Stories of “pranks” intended to make women understand that they were not accepted and were different 
from male members were frequently heard. The use of “pranks” was sometimes just annoying, but 
sometimes contributed in the long run to psychological harm. It was humiliating. The person who is 
“pranked” persistently is constantly reminded that she does not belong. And the pranks were sometimes 
well over the line. Dildoes placed in women’s desks were not uncommon. At least one woman found 
used condoms in her desk drawer. Other women were handcuffed to the toilet in the men’s washroom 
or to chairs, or in a cell. Other examples included leaving tampons covered in ketchup in a woman’s 
desk drawer, forming a wool hat into the shape of a “beaver”, putting dog turds in boots, putting ink 
on a toilet seat, invading a woman’s personal space in a locker, putting up doctored photos of women 
on detachment bulletin boards suggesting that they are selling sex and the list goes on. Some were 
permanently injured by the pranks.


Women also recounted being given menial tasks, i.e. being told to empty garbage cans, clean kitchens, 
wash cars or make coffee with the goal of making them feel “less than”, of humiliating them. They were 
told that they had to do these tasks because it was women’s work.


B) SEXUAL MISCONDUCT


Sexual misconduct in the RCMP appears to occur with a surprising frequency. The Assessors were told 
of drunk male members at Regimental dinners, standing on the table and waving their penises at the 
women; sexual assaults when members are out of town on courses and staying at hotels were frequent. 
In Surrey, the largest detachment in Canada, there is an RCMP building called ‘The White House’ where 
members would go to drink. A lot of sexual activity took place there, some consensual, some not. 
Apparently, the question, ‘Do you want to go downstairs to play pool?’ is code for ‘do you want to give 
me a blow job?’ 


Women told the Assessors stories of being sexually propositioned by male members at a detachment 
and being called “fresh meat” (it was worse at Depot). In some instances, the Assessors were told that 
male members would have a betting pool for who was going to sleep with a new woman member first. 
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In other detachments, claimants reported hearing that the male members had rating systems both for 
the female members and female members of the public. Some said that these members would make 
comments about women over the radio, rating them or making salacious comments to be heard by 
everyone on the frequency.


It was a frequent occurrence for male members – trainers, colleagues and supervisors included- to 
ask embarrassing and invasive questions about women’s sexual lives, sexual practices, partners and 
orientation. Many would also tell women, in excessive detail, about their own sexual life, boasting about 
their penis size or their ability to “flip” LGBTQ2S+ women. 


LGBTQ2S+ women or women of Indigenous or racialized heritage were often treated even more poorly. 
They were subjected to discrimination and harassment because of their sexual orientation or race as well 
as gender. Many Indigenous women that the Assessors met had joined the RCMP straight out of high 
school; they came from small communities. Some, due to their youth, were naïve and not accustomed to 
sexual behaviour or talk. Indigenous women were, at times, forced to watch RCMP members treat other 
Indigenous people brutally. Indigenous women, particularly those who had been abused as children, 
were preyed upon by their male colleagues for sexual favours. Similarly, the Assessors heard reports of 
French speakers being targeted for additional abuse due to their linguistic identity. 


Pornography on RCMP computers and phones was raised in many claims. Some of this material 
was violent and obscene. The Assessors were told of seized pornography being passed around as 
amusement. Sometimes male RCMP members would spend time at the scene of the search, viewing it 
with relish and requiring female members to come and watch with them. In earlier times, pornography 
was sometimes displayed at the detachment; it can now be emailed or texted to women members. 


This type of conduct was at times modelled, and at other times implicitly condoned, by more senior 
officers. We were told of senior non-commissioned officers (NCOs) greeting women arriving at their new 
detachments with threats that they would drive them out of the RCMP by making their lives miserable. 
They would also utter threats in relation to the possibility that the women would become pregnant 
while posted to “their” detachment. We heard very few stories of supervisors who addressed harassing 
conduct in an effective way; those that did earn the gratitude of women employees and many could still 
remember the names of these “gentlemen”.


During the claims process, it also became clear that several men (at every level of seniority) repeatedly 
harassed or sexually assaulted women. These men were often not held accountable for their actions. 
Indeed, the Assessors were told that one tactic used by the RCMP to resolve complaints of sexual 
harassment was to promote and transfer these men. One claimant pithily stated that the RCMP is the 
Catholic Church of policing. Another told us of a male colleague who took out his badge and asked 
her what it was. She said it was his badge. He said no, it is my do-anything-and-get-away-with-it card.


The term “old boys’ club” was very frequently used by women in the interviews to describe how the 
harassment and discrimination are perpetuated. The Old Boys Club refers to a network that they say 
exists between men (and now like-minded women) that asserts control over the RCMP and how it 
approaches change, who it promotes and who it holds back. Those that belong to the Club have a vested 
interest in the status quo which gives them preferential treatment. 


Women told the Assessors of wanting training that would help them to achieve their career goals 
and postings that would help them obtain valuable experience. They discovered that the allocation 
of opportunities for advancement was often governed by friendships and other forms of favouritism 
(the Old Boys’ Club). Women recounted being denied training that they requested which was then given 
to men who were significantly junior to them or, even in some instances, who had not requested training. 
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This made it more difficult for women to seek promotion since training is essential to becoming qualified 
for promotion, particularly in specialized fields. In other words, by refusing women training, men had a 
way in which to ‘keep them in their place’. In some instances, this was the explicit stated intent, in others 
it was simply a by-product of unconscious bias and favouritism. In either case, the impact on a woman’s 
career was usually negative. 


When women did get to go on training, they were at times subjected to sexual advances and or sexual 
assault in hotels or training facilities both by fellow trainees and instructors.


The claimants also disclosed incidents of hazing that included various forms of sexual activity that was 
required to be performed before the woman member would be accepted by the group. Bullying was 
frequently the norm; giving in to requests for sexual favours was expected by the male members. 


A surprising number of women reported that they were stalked by fellow members who were seeking a 
sexual relationship. Text messages, telephone calls, individuals standing outside their house at night, 
patrol cars passing frequently and taking down the license plates on cars in their driveways. 


This negative conduct towards women appears to have been heightened in several specialized areas like 
undercover operations, the TAC Team, the Dog Handling Team, or the Musical Ride. These specialized 
teams are apparently seen as the elite. To make a complaint against team members does not end well, 
particularly if the complainant wants to be accepted on these teams. 


Outright sexual assaults, that would qualify as criminal conduct, were more frequent than the Assessors 
could have imagined. These ranged from grabbing breasts and unwanted kissing and touching right 
up to penetrative sexual assaults. Some described being forced to perform fellatio at watch parties, in 
police cars or in detachment offices. Of note are the assaults that took place at the hands of two RCMP 
doctors. Vulnerable women, applying to the RCMP, their dream career, were subjected to “prostate” 
rectal exams; their breasts were felt in a lingering and unprofessional manner; they were subjected to 
unnecessary and gratuitous vaginal “exams”. Nurses were not present. The Assessors were told that 
some members were aware of the conduct of these doctors and warned applicants about the doctors 
but that nothing was done to discipline them or to protect the vulnerable young women who were forced 
to endure these medical examinations.


The Assessors concluded that there were 131 cases of outright rape reported. Some may have resulted 
from the use of a drug commonly known as a date rape drug; sometimes they happened when a claimant 
was so intoxicated that she was incapable of consent; sometimes they resulted from the use of force. 
Some included instances of sodomy and multiple assailants. For some women, this was their first sexual 
experience. In some cases, the women had to continue working with their assailants with no one to tell. 
In all cases the women told us that they would never have suspected that a fellow officer would assault 
them in any manner, let alone sexually. Some women froze – particularly those who had experience 
investigating violent sexual assaults and knew what happened to women who fought back. In other cases, 
women did fight back, as hard as they could, shoving men out the door of their home or hotel room, or 
kicking or punching, and staved off attempts at rape.


There were many cases of serious sexual assault that were not penetrative and many cases of sexual 
assault that could be considered less serious, for example touching or kissing (although I am of the view 
that all forms of sexual assault are serious). 
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C) EXCLUSION FROM JOB OPPORTUNITIES


Women were not always welcomed on the Musical Ride. Some women on the Ride were dumped in a 
trench of manure and had their riding equipment tampered with intentionally, placing them at risk of 
injury. The Assessors were told that there was a considerable amount of infidelity and that some women 
felt pressure to have sexual relations with more senior members. Claimants said that they were told that 
“What happens on the Ride, stays on the Ride”. 


Women wanting to join the Dog Squad were also discouraged. If they persist, they may become ‘quarries’ 
for the police dogs. Eventually, some persistent women overcome the barriers and they are now women 
dog-handlers.


On the undercover team, women were rarely allowed to do more than serve as eye candy or props 
for the male undercover officers. Claimants recounted numerous instances of sexual assaults during 
undercover operations; there appears to be little accountability for the actions of undercover operators.


During the claims process, it also became clear that several men (at every level of seniority) repeatedly 
harassed or sexually assaulted women. These men were often not held accountable for their actions. 
Indeed, the Assessors were told that one tactic used by the RCMP to resolve complaints of sexual 
harassment was to promote and transfer these men. 


D) OTHER MISCONDUCT


Women described either experiencing, fearing, or being threatened with a denial of backup. Indeed, 
many women said that they were denied backup in critical situations merely on the basis that they were 
women. They also told stories of being forced into violent situations to prove themselves. Others said 
that if they complained about harassment or rejected overt sexual advances, they could find themselves 
without backup and alone on a dangerous call, sometimes facing serious threat to their health or even 
their life. The denial of “backup” is of course inconsistent with what the RCMP purports to be — an 
organization where “we have each other’s backs”, and where “we are a family”. Claimants noted the irony 
of being afraid of the men they worked with, not the public.


In some cases, claimants demonstrated that their supervisors were intentionally inflicting mental harm 
on them. Scheduling them so that they were unable to spend time with their partner, questioning 
documented medical leaves, refusing them appropriate psychological care after traumatic incidents, 
isolating them and refusing them backup in dangerous situations are but a few of the actions taken with 
what was at times an explicit intent to drive women to resign. 


Some women demonstrated an ability to defuse dangerous situations and avoid violence. Instead of 
being praised for such an ability, they were accused of being too scared to do their job. Women members 
who became pregnant were treated so badly that they resigned or had to take medical leave. 


One of the most egregious tactics that we saw used on a few occasions to discredit a female member 
was to charge her with a criminal offence or encourage a member of the public to make a public 
complaint or bring an action in damages against the member. The Assessors reviewed several files in 
which this type of behaviour was reported.
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E) HARMFUL IMPACT OF CULPABLE BEHAVIOUR ON WOMEN


The impacts on the women that the Assessors listened to were devastating. 


It is impossible to fully convey the depth of the pain that we witnessed in the 644 interviews that 
were conducted. The impacts on claimants’ families were often significant. Some claimants showed the 
Assessors photographs of themselves when they graduated from Depot, full of hope and pride. This 
image was far removed from the often-broken person that was in front of us in the interview.


Bright, well-educated women, with tremendous potential for advancement became resigned to being in 
the Constables-For-Life (CFL) Club because of their gender, their sexual orientation or their decision to 
have children (or all three). Many women reported losing all enthusiasm for their job and simply putting 
in the hours until they can retire.


Women often said that they joined the RCMP seeking to help others, sometimes because they themselves 
had needed help as a young person. They told the Assessors of the brutal treatment they experienced 
which ground them down, broke their confidence, and shattered their trust in their fellow officers. 


“It’s difficult to put into words the way I was made to feel during my time as a regular member of the 
RCMP. I learned early on not to trust anyone, which remains a problem for me to this day. I often 
wonder what kind of career I might have had if I hadn’t had to work with guys like [my harassers]. I’m 
sure I wouldn’t have ended up contemplating suicide as my only way out. Guys like that made going to 
work miserable for me. They made my life a living hell. If you can’t trust or depend on the people you’re 
working with, especially in this type of work, every day is an uphill battle.”


The full tragedy of what the RCMP’s failure to provide a safe workplace has done to these women is 
overwhelming. Loss of potential, loss of mental health, loss of family and connection, irremediable 
personality change caused by years of internalized emotion, stress and anxiety.


Many women that the Assessors interviewed had been diagnosed with serious psychological injuries 
including Major Depressive Disorder, Post-Traumatic Stress Disorder, Generalized Anxiety Disorder, 
panic attacks and substance dependence. Claimants also reported a lack of trust in the RCMP, a lack 
of trust in men, feelings of isolation, withdrawal from social activities, friendships and sexual relations, 
humiliation, lack of self-esteem and lack of confidence. Many women experienced eating disorders, 
alcohol abuse, panic attacks, vomiting on the way to work, inability to maintain a positive relationship 
with their spouse and children. 


Some women suffered from physical ailments. Irritable bowel syndrome, jaw clenching, back and neck 
injuries, ulcers, migraine headaches, scars and permanent physical disabilities.
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Those subjected to more intense forms of sexual harassment and discrimination told us of debilitating 
anxiety and vomiting on the way to the detachment. The extent to which women were affected by the 
sexual harassment is revealed by the number of cases in which claimants described having breast 
reduction or other surgery to deal with their colleagues’ relentless focus on their bodies. Some put on 
weight to appear less attractive. They wore baggy clothes and put on no makeup. There would be no 
change in their treatment; the focus would simply shift to a negative view of their bodies. The problems 
became more intense because of maternity leaves and difficulties raising children within the confines 
of the police system. 


Some reported intentionally injuring themselves repeatedly. Self-blame is common, even after blatant 
sexual assaults. We heard stories of women who sat with their service revolvers in their mouths and were 
only stopped from killing themselves when they thought of their children or their pets. Heartbreaking 
stories of despair. One claimant committed suicide during the claims process.


“My experiences continue to have a significant impact on my sex life and intimacy. I don’t want to be 
touched. I cringe when someone comes for a hug — even one of my own children. I am not able to 
be affectionate with my family.” 


“And in the end, I lived in fear, was overwhelmed by debilitating anxiety and post-traumatic stress 
disorder (PTSD) from incidents on the streets but perhaps even more so from incidents in the office. 
Strength should have been derived from within, to face the violence of the world outside, but it wasn’t. 
The dangers on the street were expected; the dangers within the organization were not. The RCMP 
broke me. Vigilance on the streets became secondary to the vigilance required within the silent walls 
of the RCMP, eroding any trust I had for the organization, and worse, any self-worth I might have. 
I remain filled with self-blame for lacking the strength I should have had to protect myself.”
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“I feel like I am walking around with a banner on my head that says, “fucked up.” The anger, shame, 
humiliation and poor self-image are all still with me today. All the drive I had was beaten out of me. 
I always wanted to be a Mountie and was over the moon with joy when I got accepted. I never wanted 
to do anything else. Now, that dream is gone. It was devastating to lose my career. I went from a very 
confident, self-assured, well-rounded person to somebody who has completely changed.”


In several interviews, the Assessors realized that they were seeing a woman whose life had not just been 
changed for the worse, or damaged, or disrupted. It was worse: some of the women have been destroyed. 
From strong, confident, ambitious, sometimes very bright young women who were eager to make a contri-
bution to society through service in the RCMP, they had become depressed, anxious, fearful, unable 
to work, unable to make any form of contribution to society, angry (at the RCMP, at themselves, at the 
world), and often extremely socially isolated — frequently living alone, whether after early retirement or 
on medical leave, sometimes without any meaningful support from family or friends. A few expressed 
their feelings that as a result of what they experienced in the RCMP, they had absolutely wasted their 
lives. And it was not unusual for women who felt their lives had been wasted to add that they felt that 
their partners’ and children’s lives had also been seriously damaged as a result.


Some of the women that were interviewed, who are still in the RCMP, had been diagnosed with PTSD 
and were off duty sick at the time they made their claim. It was obvious they would never be fit for work 
and that, at some point, they would have to accept a medical discharge, some abandoning the hope 
they had of obtaining a full pension. Obviously, the job of police officer involves encountering traumatic 
events which can result in PTSD. When that is combined with the effects of sexual harassment, assault 
and discrimination however, the effect can be overwhelming. The effect of traumatic incidents can be 
cumulative. 


The impact of the harassment is also revealed by the number of women who described extreme social 
isolation. Having come to fear spending any more time in the detachment than necessary, or to dread 
socializing with fellow members, they were left with no one else to socialize with. Many women regularly 
described having to overcome fits of weeping before reporting to work, persistent insomnia and 
depression, and falling into various forms of self-abusive behaviour.


In other instances, the claimants were not so utterly destroyed: they had been able to carry on working in 
the RCMP or in another job. However, their ability to do their jobs or to enjoy their lives was nonetheless 
damaged. In some cases, it was evident that a talented, energetic, and able person had been rendered 
unable to reach anything like her true potential. 


Those who fought back and complained paid a high price; some were forced to resign by the reprisals 
they experienced thereby losing their employment and sometimes their pension. 
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The following illustrates the impact that the injuries caused to the primary class member had on her 
children who had made secondary class claims: 


“When my brother and I were younger, my Mom (an RCMP member) often had us stay inside rather 
than go out and do things, like go to the park or engage in activities with other people we did not know. 
She lived in constant fear and always seemed on edge. As a small child, I was not privy to the details of 
my mother’s abuse while at her place of work. However, the rest of the family including my father often 
ate supper alone or did things separately while my mother was in her room or just simply out. She tried 
her very best to keep what happened to her at work separate from her home life, but this is more easily 
said than done …”.


“For me, the worst part about these experiences is the impact they have had on my children. I was 
completely unavailable to them. I could not attend their school or sports events, or even help them with 
homework. … it broke my heart. I felt so ashamed that I could not provide for their needs.”


As years passed one would expect things to get better. And, according to some of the claimants, 
progress has been made to a certain extent. Others say that nothing has changed. Others say that the 
harassment and discrimination have gone underground and is less obvious but still present.


The destruction or serious impairment of these women’s ability to work and succeed in the RCMP is a 
waste of human resources that should have been better deployed to the benefit of society.


In response to the question of whether the RCMP is broken, I can only state with clarity that, at the very 
least, the RCMP has broken, and continues to break, the lives of countless women and shattered their 
dreams. This is, in my opinion, a tremendous waste.
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F) CONTINUOUS HARASSMENT DESPITE RCMP’S UPDATED POLICIES 


All three Assessors were surprised by the prevalence of sexual harassment and discrimination as well 
as by its level of violence. What the other Assessors and I heard confirmed the RCMP Commissioner’s 
admission that there is a systemic problem with harassment and discrimination in the RCMP, one which 
remains unaddressed despite past promises of change and the amendment of policies.


What is even more concerning is that the events described in these claims are not simply historical, 
overtaken by time and updated policies. While the claims process did not review conduct that occurred 
after May 30, 2017, some claimants disclosed that they were still experiencing similar incidents despite 
the initiatives taken by the RCMP to address gender and sexual orientation-based harassment. 


During the interviews of 644 women, some of whom are still in the RCMP, the Assessors often asked 
if their experience permitted them to say whether the changes that had been made over time had 
produced a better workplace for them. From what they said, I have concluded that harassment remains 
present in many areas of the organization. Worse still, disrespectful conduct has been perpetrated and 
condoned at every level of the hierarchy. This quote, which was provided to me in a document after an 
interview conducted in 2020, provides a good summary of the problems I was told of:


“The RCMP has systemic, pervasive issues related to sexual harassment and gender-based 
discrimination in the workforce. These issues are ingrained in the culture — they are part of the humour, 
part of the structural framework of the organization, and because of this, many successful women in 
the organization have learned to not just tolerate but completely adapt to accommodate and fit in with 
the male-dominated, sexist, harassing archaic ways of the RCMP.”


There have been investigations and reviews both internal and external, and there have been good 
Recommendations made because of these reviews. Policies have been adopted and legislative changes 
have been enacted as a result, but based on what we have been told, they are often not properly 
implemented or followed; at times, the discretion set out in the policies is used to override the intent of 
the changes and not uphold them. As is well known and often quoted: Culture eats Policy every time. 


Recent response to the issue of systemic racism has demonstrated that the RCMP leadership or 
membership either does not understand what systemic racism is, or if they do, they do not believe that 
it exists within their organization, or they are willfully blind. There is a letter to the editor of the Globe 
and Mail which I found insightful and from which I am quoting below, as I believe it succinctly states the 
core of the problem regarding race. 
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“The existence of systemic racism does not depend on intentional, overt attempts to discriminate. It 
is not reflected in the ‘unconscious biases’ of a few members, as [the Commissioner] puts it. Rather, it 
describes the structural inequalities built into the system that create and then perpetuate disadvantage 
for people of colour and Indigenous people.” 90


I believe that the same can be said for gender issues. I often heard that there are many good members 
trying to do a good job in a difficult environment. I am sure that this is true and that many members 
are well intentioned and are trying to do the right thing. The reality is, however, that even honourable 
members (and well-intentioned leaders) have been required to conform to (or at least accept) the 
underlying culture, which they have, for the most part, had to adopt in order to succeed in their career. 
Those who do not accept the culture are excluded. 


I am of the view that that the leadership and membership of the RCMP suffer from a certain cognitive 
dissonance: they are well intentioned, believe themselves to be ethical, hence, systemic racism or 
systemic gender-based disadvantages and discrimination cannot exist in the RCMP. They rely on the 
“few bad apples” justification. This approach allows an organization to continue on as it is relying on the 
impression that simply finding these bad apples will solve the issue. They are not willing to recognize the 
systemic and cultural nature of sexual harassment and gender and sexual orientation-based harassment 
in the RCMP. 


The inability to acknowledge that a problem exists will inevitably render attempts to address that problem 
ineffective. 


I met several women who had achieved a senior rank, but they were sidelined - their careers derailed- 
when they spoke out about systemic issues of gender and race. The leadership has lived this culture and 
their identity is grounded on its values and beliefs. This generates defensiveness and a certain resistance 
to true change. And since this culture is based on systemic biases and structural inequalities, the race- 
and gender-based discrimination and disadvantages that go with it continue to be perpetuated. 
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G) RCMP’S CULTURE IS AN OBSTACLE TO CHANGE


While my mandate was limited to assessing cases of sexual harassment and gender and sexual orienta-
tion-based discrimination, what I heard from the women undermined my belief in the ability of the RCMP 
to change its culture which, I have concluded, stems from a fundamental lack of respect for anyone that 
does not fit the profile of the “ideal” Mountie whether due to gender, size, sexual orientation or race.


The 3,086 claims I read lead me to conclude that the RCMP’s culture is both misogynistic and 
homophobic. 


This culture is powerful and presents an obstacle to change. In recent years, there has been an increasing 
number of complaints about how the traditional, paramilitary, male-dominated culture of the RCMP has 
resulted in too many incidents of harassment, bullying and an apparent refusal to acknowledge the 
realities of a diverse society and workforce. Financial settlements of class-action lawsuits will not change 
this culture; what is required is a wholesale change of the negative aspects of the culture, starting from 
the top but engaging employees at all levels – both regular members, and civilians – in the creation of a 
more inclusive and respectful workplace. This is a long-term endeavour that requires vision, leadership 
and determination over a decade or more. At this point, many of the claimants we spoke to do not see 
this capacity in the RCMP. Indeed, there are strong reasons to doubt that the RCMP has this capacity 
or the will to make the changes necessary to address the toxic aspects of its culture. 


As mentioned above, culture eats policy. I believe that true change can only take hold in the RCMP 
if independent external pressure is brought to bear. Trying to solve problems from within has been 
attempted several times and the result has been that the cultural biases and prejudices that exist within 
the organization have not been eliminated in the proposed solutions. History has taught us that this is 
so, as demonstrated by the section of the report on earlier studies of the problems discussed in Chapter 
4 and Appendix 3.


Many of the claimants we spoke with do not believe there is any chance for reform in the RCMP. 


When asked to make suggestions, the claimants often focused on leadership and accountability of the 
leadership. Some, however, had no suggestions. They did not think it was possible for the RCMP to 
change or fix itself. Others suggested that it was time to replace the RCMP with a new federal policing 
agency with a more restrictive mandate.
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This is some of what we heard from the women, in no particular order:


• There needs to be a dedicated plan on how to modernize the RCMP. This will require secure 
funding and that leadership be held accountable for the results.


• The RCMP needs to implement earlier and more thorough management and leadership training.  
It needs to be more structured and assist not just those members who are being promoted,  
but should help throughout the career of a member. 


• There must be accountability of managers and harassers; this was often repeated by claimants.


• We were told that an independent oversight body is needed, along with a means for members  
to bring problems of harassment to the attention of the organization without fearing retaliation.


• A suggestion was made to amend the RCMP Act to better set out the Mission and Values of the 
RCMP.


• RCMP members should be required to re-familiarize themselves with the Code of Conduct  
each time they are promoted and be required to sign it each time they change rank. 


• The RCMP must discipline those who do nothing after observing harassment.


• There needs to be a better selection of senior officers to limit the impact of the Old Boys’ club.  
The top echelons of the RCMP are “old boys” — they have helped each other out to get where 
they are, and they protect each other. That needs to be wiped out and start from scratch.


• Leaders must be willing to make unpopular decisions to address the cultural issues at play that 
contribute to harassment and discrimination.


• Women must be put in operational leadership roles and not limited to “pink ghettos” like human 
resources, etc.


• There needs to be closer supervision of smaller detachments by senior management, including 
spot audits and random visits.


• Supervisors require management training, people in positions of management must be adequately 
screened to ensure competence and the ability to manage.


• The RCMP oath requires members to swear fealty to the RCMP and not to the Crown or Canada. 
This should be changed.


• One claimant compared the RCMP to a hockey game without a penalty box.


• Culture values “big talkers” and those without empathy; this should be addressed, and more voices 
listened to.


• The RCMP should acknowledge male champions who promote the role of women in the RCMP.


• The RCMP needs to develop a bottom led collaborative model of policing as opposed to  
the existing hierarchical system. Hierarchical structure impedes good leadership. 


• There is a need to capture data in relation to problematic areas and analyze it to fully understand 
the changes required.


• The creation of a civilian board of management is a positive step.


• The abuse of power must be better understood by members and those who do it,  
must be sanctioned.


• Some see a more radical solution: to eliminate the RCMP and start afresh.
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It is my view that fixing the RCMP and addressing the negative culture that has taken root in it will take 
an immense effort and will require the good will of its leaders and members. Most of these individuals 
are invested in the status quo and will not likely want to make the necessary changes to eradicate this 
toxic culture. 


There have been calls for fundamental change to the RCMP with respect to its organization and 
governance in order to transform it into a modern police force. Some were recently discussed in the 
media.91 The possibility of fundamental structural change was mentioned in the 2007 Brown Task Force 
report: 


“Much has been said and written about the complexity of the RCMP given the organization’s law 
enforcement responsibilities in Canada and abroad. It would therefore not be unreasonable to 
argue that some or all of the solution to issues confronting the Force rests in breaking it up. Such a 
consideration would require a much broader public policy debate as to the policing model which best 
suits Canada and best serves Canadians” 92


Such a fundamental restructuring may be necessary to resolve entrenched issues of misogyny, racism 
and homophobia. To do so will require an in-depth review and examination which is clearly beyond 
my mandate. In my view however, it is time to discuss the need to make fundamental changes to the 
RCMP and federal policing. I am of the view that cultural change is highly unlikely to come from within 
the RCMP. It has had many years and many reports and Recommendations and yet the unacceptable 
behaviour continues to occur. Women who were favourable to a fresh start were of the view that they, 
as women, would be better accepted. 


Accordingly, it is not surprising that some women recommended the establishment of a Royal Commission 
of Inquiry to study the options for the future of the RCMP, including significant changes to its mandate, 
structure and governance, and the option of establishing a new federal police agency.


I am not naïve in believing this option would be accepted by the RCMP or even those who have an 
attachment to the romantic vision of the Mountie. However, I believe the time has come to ask some 
hard questions about the structure and governance of federal policing in Canada.


91. https://www.macleans.ca/news/canada/the-rcmp-is-broken/ (July 9, 2020)


92. Brown Task Force Report, 2007, supra note 44, Introduction
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6
RECOMMENDATIONS 


I  ISSUES TO BE ADDRESSED 


The following sections set out my conclusions in relation to the themes that arose from my review of 
3,086 claims and 644 interviews. I received many comments and Recommendations directly from the 
claimants who were interviewed; they must be taken seriously because they are based on direct life 
experience. These claimants have a unique perspective on the nature of the harassment and discrimin-
ation they experienced. The women who participated were earnest and well-meaning. Many told us 
that they had joined the RCMP to help others. Unfortunately, when they needed help, it was seldom 
available for them. 


Although some of the issues that I address may, at first glance, appear to be broader than my mandate, 
they have all contributed in some way, directly or indirectly, to the harassment and discrimination 
experienced by women in the RCMP based on their gender and/or their sexual orientation. During the 
interviews, I promised claimants that I would give them a voice and so, for every theme, I have provided 
a summary of what we heard from claimants as possible solutions. Some of these are based on past 
events, but many are from women who are still actively employed by the RCMP. At the end of each 
section, I will provide my Recommendations for action or next steps. 


There is a very large number of Recommendations in the different reports made to the RCMP.93 Some 
have been implemented and some have not. Many are still relevant and could be repeated (indeed 
some are). 


I recognize that some of the incidents mentioned and related policies have been overtaken by time and 
subsequent change in the context; however, many of the stories that the other Assessors and I heard 
were the same, whether the claimant started her career in the mid-1970s or joined in the last 5 years. 
These are the issues that the Government and the RCMP must address if there is to be any hope of 
avoiding another generation of broken dreams and wasted potential.


With this in mind, I have provided my Recommendations based on my experience of these last three 
years. I would, however, not want readers to believe that I reject those Recommendations made by 
claimants or by others that have not found their way into my own list. I have not attempted to cover all 
aspects of the harassment and discrimination problem, or to set out all relevant Recommendations. 
Rather, I have tried to determine, based on what I and the other Assessors were told, the steps that need 
to be taken now to improve the lot of women (and indeed in many cases, men) in the RCMP.


I also acknowledge that the RCMP is embarking on a new era in which its members, including Civilian 
Members, are being represented by a union concerning bargaining and labour matters. This is a recent 
development and it is difficult to forecast what impact it might have on the culture of the RCMP.


93. See Chapter 4 and Appendix 3
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I will now set out my findings and analysis based on the specific suggestions all three Assessors 
received from the claimants, and I will thereafter outline my Recommendations for change. Some of 
these Recommendations are specific and others advocate for further and more detailed study of certain 
aspects of the management of the RCMP.


Many of the Recommendations are focused on RCMP Regular Members. I do not mean to dismiss the 
claims made by Civilian Members and Public Service Employees, but 1900 of the 3086 claims that I 
received came from Regular Members and accordingly, these first Recommendations focus on their 
circumstances. I have included a distinct section on the experiences of Civilian Members and Public 
Service Employees at the end of this chapter.


The following issues that I believe must be addressed, which are the subject of my Recommendations, 
are: (A) systemic barriers, (B) recruitment, (C) training at Depot (RCMP’s training academy), (D) recruit 
field training, (E) postings, (F) ongoing training, (G) human resources and staffing, (H) maternity and 
parental leave (I) employment flexibility, (J) grievances and discipline, (K) mental health, (L) promotions, 
(M) leadership, (N) specialized teams, and (O) medical examinations. 


II RECOMMENDATIONS


A) SYSTEMIC BARRIERS 


The Canadian Charter of Rights and Freedoms94 and the Canadian Human Rights Act95 both embody 
an understanding of equality that recognizes that same treatment is not necessarily equal treatment. 
Achieving equality requires government and agencies of government to identify and remove systemic 
barriers affecting individuals differentially based on their sex, race, age, disability, religion, and other 
grounds. A few examples of such systemic barriers that came to my attention include: (1) refusal to 
allow women to wear the same uniform as the men for years; (2) the failure to replace women who take 
maternity leave, leaving their detachments understaffed and the women vulnerable to resentment and 
discrimination; (3) prescribing weapons that are unsuited to those with smaller hands, or vehicles that 
are unsuited to those of smaller stature: (4) the absence of an effective complaint mechanism for issues 
of sexual harassment and discrimination based on gender and sexual orientation; (5) the deadline for 
the Officer Candidate Application Process, right at the beginning of the school year when women with 
young children are hugely busy; and so on. Some of these issues will be discussed in more detail below. 


Recommendation on systemic barriers:


• Examine, through an independent study, all aspects of the RCMP to identify systemic barriers 
in place that prevent women from succeeding in the RCMP and specify ways in which those 
barriers can be removed. 


Recommendations


94. Canadian Charter of Rights and Freedoms, Part 1 of the Constitution Act, 1982, being Schedule B to the Canada Act 1982 
(UK), c 11 


95. Canadian Human Rights Act, R.S.C. 1985 c. H-6
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B) RECRUITMENT 


I have concluded that there are serious questions about whom the RCMP is recruiting.96


Overall, my conversations with claimants, including many who are or were directly involved in recruitment 
and training, have left me with the view that the RCMP is not consistently recruiting the right type of 
person. These conversations also left me with the view that there is a crisis in recruitment. There are not 
enough applicants and there are too many vacancies that must be filled quickly. 


I was told that recruiting levels are down generally, especially among women – but the RCMP continues 
to need to fill 40 troops of 32 individuals per year. This may result in standards slipping to meet targets, 
especially if background checks are not sufficiently detailed or do not focus on issues of misogyny, 
homophobia (or racism). 


The RCMP also appears to pay its members less than those working in a number of other jurisdictions, 
particularly in urban jurisdictions.97


This salary discrepancy may have contributed to a gap between the recruits that are needed and the 
number of candidates. Indeed, one claimant, in a position to know and with experience in recruiting, told 
us that because the RCMP does not pay a proper wage there are fewer qualified applicants. According 
to her, this has resulted in some who have not cleared security checks being recruited. If this is the 
case, it is extremely worrisome. 


I was also told that the salary differential is contributing to trained RCMP police officers leaving to join 
other police forces. This, in turn, results in increasing pressure to recruit new members to fill positions 
left vacant.


I was told that “…current hiring practices are not good. RCMP is hiring anyone that is breathing. They 
have targets and must fill seats in Depot. Similarly, Depot is passing people who should not be passed 
to meet quotas. There are people in Depot who have not finished their security screening.”


Claimants also spoke about the hardship of attending Depot for 26 weeks without a salary and being 
separated from families and children.


The claimants I and the other Assessors spoke to had comments and suggestions about what should 
be considered when hiring new recruits, and the nature of the training at Depot.


One suggested that the RCMP must recruit for the specific skills and competencies required in its four 
primary business streams, and train and develop employees to carry out very different functions: (a) 
federal policing, (b) protective policing, (c) provincial policing and (d) forensic and other national police 
services. At this time, all applicants are streamed into one general programme without any specialization.


Recommendations


96. This is also highly topical in light of the questions surrounding the RCMP and systemic racism which are beyond the scope  
of this Report.


97. https://www.narcity.com/news/this-is-how-much-a-police-officer-makes-per-year-by-province-in-canada
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Currently, to apply to become a member of the RCMP, an applicant must, among other things:98 


• Be at least 18 years of age;
• Possess a Canadian secondary school (high school) diploma or equivalent;
• Meet the health and psychological standards;
• Be willing to spend 26 weeks at Depot in Regina, Saskatchewan;
• Be willing to relocate anywhere within Canada.


Applicants must also: not have any legal proceedings pending or before a criminal court; not have been 
convicted of a criminal offence for which they haven’t received a pardon/records suspension; have not 
participated in any serious criminal offences or activity99 whether or not they were arrested or charged; 
and, not have participated in any criminal behaviour or activity100 within at least one year of the date of 
application whether or not they were arrested or charged; not have been dishonourably discharged or 
dismissed, including released for misconduct from another police, military, or law enforcement organiz-
ation; not have any pending and/or current personal bankruptcies or consumer proposals.


When compared with the requirements in some other jurisdictions, these qualifications are much less 
stringent. For example, both Sweden and Norway require that police officers go through a minimum of  
2 years of post-secondary education and training. In Sweden, police officers are required to complete  
4 terms at one of three universities, as well as a one-term placement with the Swedish Police before they 
are entitled to apply to become a police officer.101 In Norway, applicants to the police must complete  
a three-year university programme; the second year is spent in the field.102 Recent changes in the  
United Kingdom have created three entry routes into policing: degree apprenticeship,103 degree-holder 


98. See: https://www.rcmp-grc.gc.ca/en/qualifications-and-requirements To apply as a police officer of the RCMP you must also:


•  Be a Canadian citizen or have permanent resident status in Canada. Individuals with permanent resident status must have 
resided (been physically present) in Canada for 3 (1,095 days) out of the last 5 years.


• Be proficient in English and/or French
• Possess a valid, unrestricted driver’s licence
• Meet the vision standards
• Meet the hearing standards
• Meet the necessary level of physical abilities
• Be prepared and able to carry a firearm and to use it or any other necessary physical force
• Be willing to work shift work including weekends and holidays
• Be aware of requirements for tattoos, jewelry and other personal effects


99. https://www.rcmp-grc.gc.ca/en/good-character. Examples of serious criminal offences include, but are not limited to:  
Murder and manslaughter; Sexual assault; Production or distribution of child pornography; Sexual exploitation, violence, abuse 
or neglect towards children and/or vulnerable adults; Terrorist activities; Participation with any organized criminal group; 
Benefiting from the trafficking, importing, unlawful manufacturing or unlawful cultivating of illegal drugs; Arson resulting in loss 
of life or substantial damage; Forcible confinement; Robbery; Any crime committed with a facial covering and/or weapon.


100. https://www.rcmp-grc.gc.ca/en/good-character: Criminal behaviours and activities include, but are not limited to:  
illicit drug use (including non-medical prescription/steroids use); theft; prostitution; solicitation for the purpose of prostitution; 
assault; impaired driving.


101. https://polisen.se/om-polisen/bli-polis/polisutbildningen/ and see also: https://www.sh.se/english/sodertorn-university/ 
meet-sodertorn-university/this-is-sodertorn-university/organisation/police-education 


102. https://www.webcitation.org/69z9ESRMC?url=https://www.politi.no/vedlegg/rapport/Vedlegg_858.pdf at p. 16.


103. Individuals join as police constables and undertake a three-year apprenticeship in professional policing practice.  
This gives them the chance to earn while they learn. Successfully completing the program means passing both their 
probation and achieving a degree-level qualification. https://www.joiningthepolice.co.uk/ways-in-to-policing


Recommendations


BROKEN DREAMS BROKEN LIVES 62







entry104 and policing degree.105 Whichever option applies, the police trainee will have achieved a degree-
level qualification by the time he or she has finished the probationary period.106 The Federal Bureau of 
Investigation in the United States requires that applicants be at least 23 years old and have an under-
graduate degree.107 


By contrast, RCMP members, including the 6-month recruit field training period at their first posting, 
are given less than one year of training and require no post-secondary education apart from that given 
to them at Depot. 


This issue was the subject of comment and a recommendation by the 2007 Brown Task Force which 
noted that recruitment of RCMP from high school graduates is consistent with a culture that “supports 
the idea that any member can learn any trade -- even very specialized ones”.108 Training should recognize 
the need for a knowledge-based workplace. The Task Force recommended that “…the RCMP should 
also make a post-secondary degree a condition for all new recruits”.109


The Task Force also recommended paying cadets during Depot training.110 


In my opinion, it is time for the RCMP to re-evaluate its application requirements. It should examine the 
possibility of setting a minimum age, so that applicants have some life experience and maturity. It should 
consider imposing a longer period of schooling, at least two years of post-secondary education.


In a modern force, there should be more professional training; better prepared cadets would be an 
asset, particularly those who have had the opportunity to encounter more diverse groups of Canadians 
in post-secondary education. Indeed, there is research that correlates a lesser use of force and fewer 
incidents of discrimination based on race, sexual orientation or gender with higher education standards 
for police.111 


Applicants should also be screened for conduct that is considered misogynistic and homophobic, 
through detailed background checks and personal interviews. One claimant stated: “The starting point 
is recruitment - testing personality at the time of recruitment - looking for personality traits that differ 
from those now prevalent at Depot.’ Another stated that: “… the RCMP pretends that there are no 
gender issues – that it doesn’t exist.” She told me that they (the RCMP)”…need to figure out during 
the selection process what views the candidate has about gender and different sexual orientations”.112 
She also believed that there should be education about gender issues at Depot. 


Recommendations


104. If applicants already have an undergraduate degree in any subject, there is a two-year pathway available. As a police 
constable, the applicant combines work-based and classroom learning, leading to a graduate diploma in professional policing 
practice once they have completed their probation. https://www.joiningthepolice.co.uk/ways-in-to-policing


105. Applicants may also obtain a three-year undergraduate professional policing degree at university. They apply to join a police 
force when they graduate, and start their careers with a shorter on-the-job training programme. https://www.joiningthepolice.
co.uk/ways-in-to-policing


106. https://www.prospects.ac.uk/jobs-and-work-experience/job-sectors/law-enforcement-and-security/joining-the-police.


107. https://www.fbi.gov/contact-us/field-offices/sandiego/news/press-releases/the-fbi-wants-you-special-agent-application-
now-open.


108. Rebuilding the Trust, Task Force on Governance and Cultural Change in the RCMP, December 14, 2007, p. 56:  
https://www.publicsafety.gc.ca/cnt/cntrng-crm/tsk-frc-rcmp-grc/_fl/archive-tsk-frc-rpt-eng.pdf


109. Ibid, p. 38.


110. Ibid, p. 57.


111. http://www.cjcj.org/uploads/cjcj/documents/jpj_education_use_of_force.pdf; https://inpublicsafety.com/2014/07/how-
education-impacts-police-performance/; https://academicworks.cuny.edu/cgi/viewcontent.cgi?article=4117&context=gc_etds


112. This could also be extended to include other forms of diversity.
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Another claimant stated:’’ the RCMP needs to look at recruiting and who is admitted to Depot, i.e. 
character.” More specifically, it was suggested that people who are inappropriately drawn to the power 
given to the police need to be excluded from the recruitment process because it results in abuses of 
power. This is consistent with what we heard from other claimants. 


Others told me and the other Assessors that the RCMP recruits like-minded people and that consequently, 
the way they recruit reinforces the existing attitudes. 


I am not of the view that individuals should be admitted into the RCMP merely because of diversity 
requirements. They must be qualified. Ignoring merit and the ability to do the job has, at times, resulted 
in a worsening of harassment and discrimination. For example, the other Assessors and I were told that in 
the late 80’s and early 90’s the RCMP was required to hire many women, some of whom were (for various 
reasons) not able to do the job. This in turn fuelled the stereotypes and resentment of male members.


One claimant said that she understood that “…the RCMP wants to be more diverse through hiring; 
however, in doing so, it lowers/changes the standards of hiring based on race and gender. This isn’t right. 
If the RCMP wants more women and/or minorities to apply, perhaps it should try encouraging more of 
them to be interested in this job. As it stands now, applicants who are minorities/female are given priority 
over “white males”.... I understand that, but it is because there are so few females/minorities who apply. 
Make the job more attractive for this smaller group so more of them apply.’’


However, it cannot be assumed that “merit” is a neutral and objective matter. The definition of “merit” 
needs to be carefully scrutinized, as part of the process of removing systemic barriers. That a candidate 
brings diversity to the RCMP can be a factor enhancing his or her merit. The question must be asked: 
what is actually necessary to do “the job”? Further, what is “the job”? As discussed elsewhere in this 
chapter, it may be time to move from the position that every RCMP member must be a generalist, able to 
fulfil every possible role. Finally, it cannot be assumed that determining which candidates are meritorious 
is a neutral and objective process; it may be highly subjective.


Claimants suggested the following measures:


• Increase the age to be admitted to the RCMP to some minimum (25 years was suggested) 


• Use an aptitude test to screen out inappropriate (power seeking) personalities during  
the recruitment process.


• Ensure that screening of new recruits includes incidents of domestic violence or other  
gender-based issues as part of the “good character” requirement.


• Require the completion of a post-secondary programme before entry. Some suggested that  
a university degree or another professional program should be mandatory.


• Utilize recruitment tools that eliminate persons with attitudes and beliefs that do not respect 
women. While the emphasis in recruitment for integrity and honesty are important, recognize that 
the respect of women also requires prioritization. Note that where intolerance for women exists, 
intolerance for minorities and, LGBTQ2S+ people will also exist. 


• As for recruitment, require a thorough search of the applicant’s social media as part of  
suitability screening.


• Hire for specific career streams and not for all types of business lines.


Recommendations
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It is my view that the time has come to require post-secondary education for all new RCMP recruits.  
This recommendation was also made in the Brown Task Force report.113 This can be done in different 
ways and need not consist solely of a requirement to complete a university degree. 


I am also of the view that it is imperative to conduct effective and detailed background checks on an 
applicant’s moral character that go beyond criminality. I believe that applicants should be required to 
complete psychological testing that would screen out those with attitudes or personality traits that do 
not fit in the modern context of policing and social diversity.


Recommendations on recruitment:


• Perform a careful analysis of what will constitute “merit” in the recruitment of RCMP members, 
taking into account the need to remove systemic barriers and to allow for specialized roles  
and functions.


• Require a minimum level of 2 years of post-secondary education or training to apply to the 
RCMP. I recommend that the RCMP study the recent changes to recruitment recently adopted  
in the UK which give options for varying ways to meet this requirement.


• Encourage applications from diverse groups including women, LGBTQ2S+ people and 
racialized communities and implement programs to assist them in meeting the entry 
requirements where necessary.


• Conduct effective and detailed background checks on applicants’ views on diversity and 
women. Eliminate those who are not able to function with women, Indigenous people, racialized 
minorities or LGBTQ2S+ persons and are unwilling to accept the principles of equality and 
equal opportunity for all. Screening must consider all incidents of harassment and domestic 
violence.


Recommendations


113. Brown Task Force, supra note 16, p. 58.
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C) TRAINING AT DEPOT


The model of Depot is one in which, I am told, cadets are broken down to be built back up in the RCMP 
mould. As one claimant put it: “Members currently learn to conform and not lead at Depot”. This is true 
for both men and women. One claiment summarized the impact in this way:


“Regardless of gender, RCMP training is in and of itself very arduous. The goal is to break you down into 
little pieces and build you back up. Within the process, there is a deference to authority for the greater 
good of protecting those rights and freedoms of the people you will ultimately serve. However, gender 
discrimination and harassment lays (sic) outside these reasonable boundaries. When I completed my 
training, I felt less in my uniform solely based on the fact that I was a female. I believed that males were 
more valued police officers based on the degradation I endured from my troop mates/Instructors at 
depot training”.


A study of the origins of Depot states: “Steeped in history and paramilitary tradition, the academy had 
changed its training methods very little since its establishment in 1885. It was modelled after the Royal 
Irish Constabulary’s Depot of Instruction. The RIC was the British Empire’s largest professional police 
force and was the inspiration for many colonial policing bodies. Like its counterpart in Dublin, the Regina 
Academy was named Depot.”114 


One claimant compared Depot with another provincial police academy: “There was no comparison 
between Depot and that Police Academy. There, the instructors wanted you to become the best police 
officer you could become. They wanted to build you up and teach you what you needed to know. Built 
an esprit de corps by building cadets up not by tearing them down. At Depot, they used the opposite 
approach. They sought to tear the cadet down and build her up in the RCMP mould. Completely different 
approach. Not a good approach.” 


Claimants said that the RCMP tries to justify this model as required to establish an esprit de corps 
necessary for policing. Based on the accounts that I and the other Assessors have heard, this is not the 
effect that Depot has, or if it is, the esprit de corps effect does not appear to last once the cadets leave 
Depot, nor to extend to those members who are not white, heterosexual males. We heard repeatedly 
from claimants that they were prepared to deal with the public, but that they were not prepared to deal 
with the harassment, discrimination, and violence that they experienced in the workplace from their male 
colleagues. As one claimant put it: “As I was protecting Canadians, there was no one protecting me”. 


Although Depot has changed, to a certain extent, over the past decades, I am of the view that the 
model of training described to us is outdated and no longer necessary or helpful in creating a modern 
professional police officer.115 As one claimant stated: “In Depot, the teaching methodology was harsh – 
criticism and not pedagogy.”


Claimants told me, and the other Assessors, that there was a significant amount of sexualized conduct 
and comments at Depot both by instructors and by cadets (who learn quickly to emulate their instructors). 
Some said that infidelity was rampant at Depot. Indeed, I was told that in 1975, the Depot Doctor gave 
out aspirin to the men and aspirin and birth control to the women. 


114. http://www.canadashistory.ca/Explore/Women/Women-on-the-Force.


115. https://www.theatlantic.com/ideas/archive/2020/06/police-academies-paramilitary/612859/; https://www.ncbi.nlm.nih.gov/
pmc/articles/PMC6950698/; 


Recommendations
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This sexualized conduct normalizes harassing and discriminatory behaviour which in turn sustains a 
toxic workplace, tolerant of such conduct. Male cadets absorb the tolerance for this type of conduct at 
Depot; female cadets are often the target of the conduct. 


Many of the women the Assessors interviewed joined the RCMP at a young age - 19 or 20 years old. 
They were often naïve, and in many cases, the RCMP was their first job and first time away from their 
family. Many recounted stories of being shocked by the language and open sexualized nature of the 
conduct they were confronted with at Depot. Stories of instructors preying on young women that they 
called “fresh meat”. Harassment from male cadets was also frequent.


Women recalled being forced to stand beside the pool in thin wet bathing suits and having their nipples 
commented on by swimming instructors while other instructors looked on from the viewing area.


Tales of the “Piggy Parade” for women (and men) who were considered overweight were told, as well as 
stories of surprise dormitory inspections at night while women were trying to sleep and were in a state 
of undress. 


Stories of parties and drinking resulting in sexual assault; abuses of authority to obtain sexual favours and 
lesser forms of sexual assault by instructors and other cadets were also disclosed. Instructors abused 
their authority and pressured young female cadets into having a sexual relationship with them, lest they 
face possible dismissal from Depot.


The refrain at Depot, sometimes in the form of chants, was that 1974 (when women were first admitted) 
was the worst year in the history of the RCMP. Women were constantly told that they were lesser than, 
and less capable than the male cadets, although this was frequently not the case. Their bodies were 
commented on incessantly. Women’s breasts were the focus of significant attention, with some being 
told they would not be able to function as members because of their breast size. 


One claimant told me that the women in her troop were treated as though they should not be in the 
RCMP. They were told that they were only out to have sex with the men. She said that the female cadets 
lost all of their self-esteem when they walked into Depot.


Women were physically humiliated in training when they were forced to fight against much larger men. 
They were told that they would have to be able to handle themselves on the street, but a number of 
women told us that they rarely engaged in physical altercations because they were able to de-escalate 
tense situations using other strategies. 


If a woman was suspected of being a lesbian, there were lengthy investigations into her personal life 
which were humiliating; comments were often made to her first posting, before her arrival, about her 
sexual orientation which set her up for a worse than usual reception.


The Assessors heard that over time, the atmosphere at Depot has changed for the better. However,  
we still heard recent stories of sexual harassment and discrimination by male instructors, drinking to 
excess, sexual assaults, and derogatory comments about women and their place in the RCMP.


Recommendations
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When complaints about this type of sexualized or discriminatory conduct are made (which are rare 
because of the fear of reprisals), the complainants are ostracized by their male troop mates and, in more 
cases than not, the offending instructor is reprimanded but left in place; an offending cadet may be sent 
home, but may be readmitted in a following class. 


Depot should be a place where the core values of the RCMP are taught by example: honesty, integrity, 
professionalism, compassion, accountability and most importantly, respect.


I am not saying that this is never the case. Indeed, different women had different experiences at Depot 
and their treatment often depended on the personality of the Commanding Officer, and the instructors’ 
ethics and views. A leader who models core values will likely instill those values in those he or she 
supervises.


Unfortunately, this was not always the case. One claimant (who had gone through military training) told 
me that what struck her the most about Depot was the injustice fostered by it. She was told that she had 
already learned about justice at Depot and that “…now she was going to learn about injustice.” 


“Both men and women need to have the same core values of respect. This must be instilled at Depot 
and any deviance by a cadet or an instructor from these core values should be sanctioned immediately.”


Consequences for inappropriate behaviour must be swift and final, and cadets must have a confidential 
and effective means of reporting such behaviour without fear of retribution. Cadets who are dismissed 
for inappropriate behaviour should not be readmitted. Misogynistic, homophobic and racist comments 
or slurs by instructors, or in drill, should not be tolerated.


Here is a list of comments made by women who were interviewed:


• Is the Depot model still appropriate? The RCMP needs to reconsider the model. A professional 
Police Academy may be a more relevant model.


• Should the RCMP require undergraduate studies in policing for members to educate the future 
members. 


• Depot needs to change. Bring in professionals to teach, not RCMP members.


• There should be better/more training at Depot in relation to harassment and ethics.


• Continue with male/female integrated training troops that were absent in the early years at Depot 
and likely contributed to many of the early bias attitudes. No segregation based on gender should 
be tolerated. 


• There is a new training at Depot called the Blanket Exercise that encourages reconciliation with 
Indigenous People. It fosters understanding and empathy toward First Nations people and their 
experiences. Can we develop a training program at Depot that does the same thing for women? 


• In the course on mental health, there should be a session on sexual harassment with a real victim 
to speak about the impacts. The message would be reinforced if there was roleplaying.


• Depot should teach the signs of mental health issues and tell cadets how to access psychological 
services and when to report.


Recommendations
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• There needs to be interactive leadership classes not just paper-based instruction. This needs to 
start at Depot where cadets must be taught what is appropriate leadership and what is not.


• There should be training at Depot on values, including proper conduct on and off duty; cadets 
should be discouraged from personal relationships with members they work directly with and 
encouraged to maintain professional, respectful relationships. Women should also receive advice 
on how to address harassment.


• A question was raised concerning the impact of the transition from the recruit system to the cadet 
system on new members (i.e. less financial security) and a chilling effect on the ability to report 
wrongdoing (occurred in 1997). Today, cadets are not sworn police officers for six months and are 
thus more vulnerable. Attending Depot can cause a financial burden that creates an entry barrier 
for some groups, i.e. women with dependents.116 


• In Depot, there is a psychology course; it should contain a section on sexual harassment and 
discrimination, and one on intimidation 


• Include education on harassment and a real account of the harassment (like Janet Merlo’s book) at 
Depot- it could be given by one of the women who lived the harassment. 


I am of the view that the way that RCMP members are trained at Depot contributes to the continuation 
of a toxic culture in the RCMP. 


Recommendations on training at Depot:


• The RCMP should appoint an external expert to review the training programme at Depot to 
ensure that it meets the requirements of and promotes a positive and modern approach  
to policing and police training that addresses issues of harassment and discrimination,  
and teaches recruits about the Charter value of equality.


• During the time required for the external study, the RCMP should establish and enforce  
a zero-tolerance policy for harassment and discrimination at Depot with meaningful 
consequences.


• The RCMP should ensure an effective anti-harassment and discrimination course is taught at 
Depot that includes role-playing as well as participation by members who have experienced 
harassing conduct.


Recommendations


116. See https://www.rcmp-grc.gc.ca/en/evaluation-the-cadet-recruitment-allowance-cra#toc3-3)
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D) RECRUIT FIELD TRAINING


Recruit Field Training (“RFT”) is a six-month period of in-the-field training during which a more senior 
constable is put in charge of training a new constable who has just left Depot. The goal is to train the 
new constable on the job, to teach her the necessary skills and procedures required to function as a 
regular member. The “field coach” is responsible for writing an assessment of the new constable and 
his or her assessment can prolong the training. Once the constable completes her RFT, she becomes a 
Level 2 constable and is entitled to more pay and to work without direct supervision. We were also told 
that a constable must serve as a trainer to be eligible for promotion to the rank of corporal.


The other Assessors and I heard a number of negative stories about Recruit Field Training in which 
trainers make sexual demands of their trainee. If the recruit refuses to go along with her trainer’s requests, 
she is ignored and not taught what she needs to know or worse, left on her own in dangerous situations.


“[My trainer] turned towards me in his seat and said, he did not like female police officers. And he was 
not happy when they told him his recruit was a female and that he would have to train one. He told 
me the other females in the detachment were useless. And, if I did not meet his standards, he would 
do everything in his power to get me out of the force. In my mind, his words and foreshadowing had 
nothing to do with me as a police officer but my SEX as a police officer. I was speechless. Again, this was 
a person in a position of authority to me. I had just come out of Depot and I had been taught to respect 
the chain of command. This guy held my future in his hands. I thought to myself, not this shit again? 
So, the damage was done for me here. You can well imagine my intimidation. Again, this was a very 
stressful bag to carry in one’s psyche.”


Claimants said there was inadequate supervision of trainers and no way to provide feedback for trainers 
who refused to properly train women recruits, or who neglected their duties in that regard. The other 
Assessors and I heard stories, in the past, of the difficulties in finding a man willing to train a female 
recruit because of the objections of their spouses who were afraid their spouses would become sexually 
involved with the women they trained. They also heard from a number of claimants who said that members 
who would logically have been their recruit field trainers simply refused to work with women. 
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All of the Assessors were told of sexual assaults in police cars or drives down abandoned roads. Stories 
of retaliation through poor assessments resulting in a claimant not being given a pay raise (despite later 
performance assessments that directly contradict those made by the trainer). Recruits being ignored 
and told to study the manual to figure out what they needed to know. Stories of humiliation and pranks 
played on new members who were too intimidated to complain and did not know who they could turn to. 


“I turned to [my trainer] and asked if there was a problem with my training progress. He advised me 
that there wasn’t a problem, but that there could be. He asked if I was lonely and went on to say that 
if I was lonely, he could help with my loneliness and he could be there for me in a sexual way. I was 
shocked and relayed to him that I was not interested in having sex with him, or entering into a romantic 
relationship. [My trainer] became irritated and appeared angry with my response. He said that my 
training would go a lot easier for me if I had sex with him.”


The impacts of this negative treatment during the RFT period could, and in some cases did, last an entire 
career. A recruit who is not properly trained at the beginning of her career has an uphill road to follow. 
She starts off behind others (usually male) who are taken under the wing of their trainers and given 
special training and assignment to important files. This allows these better trained members to qualify 
more quickly for promotions and training. 


Women who are ignored, or not properly trained because of their gender or sexual orientation, do not 
have the skills to investigate complex files or are more prone to making mistakes. This in turn leads 
to poor performance assessments. This demonstrates the often insidious and systemic nature of the 
discrimination.


The recruit field training period presents a time during which recruits are particularly vulnerable to 
harassment and discrimination. As such, it must become more structured, professionalized, and trainers 
must be effectively supervised and held accountable for the training that the recruit receives.


Recommendations on recruit field training:


• Establish a mentorship program for women within the Detachment to address adjustment  
to the force. The mentor must not be the individual’s trainer.


• Establish a mandatory counselling program for all recruits during the 6-month training period. 


• Formalize and professionalize the Recruit Field Training program by making it part of Depot 
with effective oversight and consistent curriculum / targets. This should include a confidential 
mechanism to report harassment or discriminatory conduct by the trainer.


Recommendations
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E) POSTINGS


The RCMP is Canada’s national police force and as such has members posted across all 10 provinces 
and 3 territories. Many of the detachments are in remote locations and consist of a small number 
of members and support staff. This results in unique challenges, especially for women, that include 
loneliness, isolation, lack of social interaction, no access to social support, shortage of housing and 
childcare, and total reliance on colleagues. Some claimants were told they needed to submit to a sexual 
assault in order to “fit in”. Others noted that removing young recruits from their support network at the 
beginning of their career, for instance by assigning a posting on the other end of the country far from 
family and friends, makes them overly vulnerable, particularly to the hazing.


In the early days of women in the RCMP, female recruits would often be the first female ever posted to a 
detachment. Even in later decades, they were often the only female in the detachment for years. Often, 
they were not accepted by their colleagues or by members of the public.


One claimant told us that when she arrived at her first posting she “thought she had been sent to Hell”:


“I arrived and was excited to begin my field training. A troop mate who was also posted in […] attended 
the community with me to help unpack, see my new Detachment and provide support. [We] headed 
to the Detachment where the Corporal was awaiting my arrival. After introductions and small talk…  
He spoke … about the old school days of the Mounties (before females were allowed in) and the 
changing times and downhill slope the Force was taking. He made it clear that the allowance of females 
was a definite problem. He spoke of my stature, as I am petite and how good-looking girls cause more 
problems than good in the RCMP. […] This was my first day and I will never forget the dread that I felt 
fill my body. […] I fell to the carpet of my home and cried and cried.”


Housing was also raised as an issue for these members who are either forced to share common housing 
with male members or forced to commute for long distances and at great expense financially and to the 
detriment of their ability to learn. 


What the experiences of the claimants tell me is that women recruits should not, unless they request 
it, be posted to isolated or remote areas where there is no other female member. One claimant said: “…
isolation of recruits in areas when they have no family is also a dangerous social factor enabling bullying 
because the RCMP becomes your social and work world. It doesn’t have to be that way.”


Indeed, it is my view that recruits (male or female) should be posted to an area where they have some 
support system in place whenever possible. An external support system makes it less likely that recruits 
will be beholden to their colleagues for their social support. Sole reliance on male colleagues, in remote 
postings, has led to a number of unfortunate events involving excessive drinking and sexual assault. 
(More to be said on the drinking culture later).


Recommendation on posting:


• Post female recruits to detachments in areas where they have adequate housing and social 
support unless they request otherwise.
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F) ONGOING TRAINING


Training is essential for a member of the RCMP to advance her career. Courses are prerequisites to 
apply for specialized services and plainclothes positions which are sought after. Many claimants told the 
Assessors that their careers were hampered, at one time or another, by the inability to obtain training. 
Several claimants demonstrated that over a lengthy period they had not received any training courses 
other than those that were mandatory.


I was told that courses are either run by a district, the Division or are national. The type of course 
determines which level of management is responsible for giving it, deciding who attends the course 
and how many spots are available. 


Several claimants I spoke to had post-secondary and some had graduate level education. Many were 
bright and enthusiastic; one would expect them to have succeeded. The Assessors were told that in 
many cases they were simply not given the training they requested and needed to advance.


The allocation of training was, and remains, overly discretionary. It can, and often does, serve as a not-so-
subtle tool of discrimination or a lever for those seeking to abuse their authority through the dispensing 
of benefits and rewards. All of the Assessors were told stories of claimants being removed from courses 
or not allowed to go on courses as a form of reprisal for not agreeing to a sexual relationship with a 
supervisor, or for making a complaint about harassment. Claimants told stories of asking for a course 
for years, only to see it given to a much junior male member. 


Claimants also told me and the other Assessors that there is no transparency regarding how courses 
are allocated. The reasoning behind such decisions is opaque and often incomprehensible to them. 
Indeed, in several instances I was told that men who did not ask for or want the training were sent on it 
instead of women who had identified the course in their training plans.


Several claimants told me that they had specific career objectives based on their interests and skills, 
which they discussed with their supervisors. They identified and requested the training required to attain 
these goals but were constantly overlooked. Even when claimants went out and paid for the training 
themselves, they were passed over for promotions. One claimant was told – ‘…don’t bother you will never 
be promoted’. These women lost their dreams of a meaningful career; one for which they demonstrated 
an aptitude and enthusiasm. One claimant told us she did not get any of the training she requested and 
as a result has lost her dream of working in a specific area. Now she is putting in time as a general duty 
constable until she can retire. 


I was also told that there are no effective career plans in place for RCMP members. If this is the case, I 
am of the view that every member should have a formal career plan in place which identifies his or her 
long-term career goals and identifies what is required to reach those goals. This would then influence 
the training and postings they are given. 


Training is the key to a successful career. The allocation of training is overly discretionary and is not 
sufficiently transparent. Training allocation varies depending on the provider and there does not seem 
to be a structured career management program that would assist members in identifying and obtaining 
necessary training. Too often the allocation of training is used to pressure members or retaliate against 
them for conduct that does not please the officer in charge, including a failure to provide sexual favours 
or a dislike of a person’s sexual orientation.
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Recommendations regarding ongoing training:


• There must be transparency in allocating courses.


• The RCMP must implement an early, formal and effective career plan for all members that 
continues throughout their career with appropriate accountability for ensuring that the 
member is effectively supported. This plan should determine the allocation of training  
and postings.


• The RCMP should centralize the allocation of training so that the discretion to grant courses  
no longer rests with a member’s direct supervisor. This allocation should be blind and,  
based solely on the member’s qualifications, experience and career plan.


G) HUMAN RESOURCES AND STAFFING


Many of the claimants told me and the other Assessors that they felt they were treated in a discriminatory 
manner by the Human Resources / Staffing section of the RCMP because of their gender or sexual 
orientation. They explained that some members, working in human resources or staffing functions, held 
inherent biases, notably that a man’s career was more important than a woman’s career, that same-sex 
marriage is not the equivalent of a straight marriage, and that women should care for children at the 
expense of their careers. While I was told that these biases are less explicit today, I was told of recent 
instances in which these biases impacted women’s career aspirations.


“Staffing was not accommodating in the least. They were basically telling me that I would have to 
damage my husband’s career. If they wanted me back full time, I would need a physical transfer.  
I was told it would be a waste of government money to give me a physical transfer. [My supervisor...] 
attempted to help me obtain a job-share position in [a new detachment], but staffing had an issue 
with the part-time positions, and apparently I was not releasable from my position in [my current 
detachment] even though [my S/Sgt.] did not want me to have a job share position there. I wanted 
to have a job and be a mother and the Staffing department at the RCMP did absolutely nothing to 
help rectify the situation. They would not help find someone to take the job share position, they would 
not approve of any other job shares that were presented to them, they would not release me from my 
position in [my current detachment], and they would not transfer my husband and myself to anywhere 
that was suitable. I fully believe that they did not want to make any effort to accommodate RCMP 
members that were mothers.” 


I was also told that many of the employees in Staffing and Human Resources are Regular Members who 
are not specialized in these areas.
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During our interviews, many claimants, especially those who have worked in Human Resources and 
Staffing, recommended that the RCMP establish a professional Human Resource group that is sufficiently 
staffed and separate from the operational side of the RCMP. 


Claimants were also concerned by an apparent lack of effective succession planning throughout the 
RCMP. They stated that the RCMP reacts to vacancies in an ad hoc manner and with little thought or 
foresight. They believed that a more formal career planning and succession planning at the lowest level 
would assist the RCMP in using its employees more effectively.


Recommendations on human resources and staffing:


• Study the implementation of a model which creates an independent human resource branch.


• Ensure that Human Resources staff are trained professionals.


• Ensure that Human Resources staff understand the need to remove systemic barriers against 
women, and are trained on how to do so.


H) MATERNITY AND PARENTAL LEAVE


The issue of pregnancy and maternity leave came up very frequently in my review of claims. I, and the 
other Assessors, heard that in many cases, women were treated poorly when they announced that they 
were pregnant. Many claimants reported that their male superiors reacted by cursing at them when they 
shared their happy news. These same supervisors were not supportive during the pregnancy. Some told 
me of the different reactions that occurred when men announced that they weregoing to become fathers. 


“It was not surprising to me at this point [in my career] that they were so open about not wanting 
women in [the division]. […]I knew that I’d better never plan on having children or they wouldn’t be 
happy with me. I felt unwelcome going in.”


One claimant summed it up when she said you would see “…joy on the men’s faces when they learned 
they were having a baby and the fear on the women’s faces.” Pregnancy was extremely stressful for 
many women.


Pregnant women were often seen as failing the unit or detachment since they would be off on “holidays” 
for a lengthy period of time, which meant that the other members would have to shoulder a larger 
workload. 
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Claimants described hiding their pregnancies and remaining on active duty far too long, potentially 
putting their child at risk to avoid criticism. Some told us stories of engaging in arrests or other dangerous 
duties as far as seven months into their pregnancies. 


“When I finally told [my supervisor that I was pregnant] he was very upset, was yelling at me, and 
I ended up apologizing for being pregnant. Everything was going fine according to him and now 
everything changed. I had to hide my pregnancy since (for over 5 months) in order to keep peace for 
myself. I lived in fear of being punched or kicked while carrying my baby but felt I had no alternative”.


Others, who disclosed their pregnancies earlier, were subjected to harsh or humiliating treatment for the 
duration of the pregnancy. They were given menial tasks instead of being given work that would ease the 
burden of operational members. This was particularly confounding when one considered that a major 
source of discord in relation to pregnancy was the impact on operational requirements of other members. 
Rather than consolidating administrative tasks with the pregnant member, freeing other members up to 
continue operational tasks, pregnant members were effectively removed from the detachment roster 
while they still had much to contribute. We heard stories of women being threatened with negative career 
consequences if they became pregnant. Some felt obliged to terminate their pregnancy.


Claimants told us that they returned to work early to avoid letting down the team, leaving young babies 
with daycares or family members. Others said that they continued to work from home even while they 
were on maternity leave. 


This issue is not new. It was raised by the 2007 Brown Task Force Report which found that the RCMP does 
not have the capacity to satisfy its obligations: “in every detachment we visited, there were unacceptable 
vacancy rates (often in the order of magnitude of 25-30%). Still the Force seems to accept every new 
request – whether or not it has the financial or human resources to follow through. The Force seems 
incapable of saying no.”117 


The Brown Task Force concluded that if the inability to fill vacant positions is the result of lack of funding, 
the federal government must re-examine RCMP priorities. If an activity is a priority, the Government 
should fund it; if not it should be discontinued if funds are not available. In conclusion, the Brown Task 
Force Report recommends that replacement personnel be provided immediately for those departments/ 
detachments/ units experiencing unreasonable demands due to extended absences.


117. Brown Task Force, supra note 16, at p. 23 The Brown Report mentions that vacancies because of parental leave, Long Term 
Disability, secondment, or disciplinary action are all part of these vacancies. As of 2007, the contract policing arrangements 
of the RCMP did not allow for replacement personnel when members are absent for a protracted period of time. 
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In 2012, the Gender and Respect: The RCMP Action Plan acknowledged that over 15 years ago Supt. 
Bev Busson flagged parental leave as a persistent inequality between men and women causing tension 
within units and on the members. She pointed out RCMP’s failure to backfill members when they are on 
maternity (or parental) leave causes these problems.118 The report supports the need to backfill positions. 
But the action item is vague: “We will find a way to advance this through consultation with contracting 
partners nationwide.”119 


The specific action item reads: 4.2 Design and implement a mechanism for backfilling employees on 
parental leave, in consultation with contracting partners. 


The RCMP accepted the recommendation would take place in 2015 after discussion at the Contract 
Management Committee. In 2015, the senior management committee decided that each division would 
manage their own vacancies related to parental leave. 


When asked, the RCMP told my Office that “…there is work that has started which is looking at enhancing 
its approach to vacancy management by considering the incorporation of “soft” vacancies (i.e., maternity/
paternity leave, off-duty sick) into its resource planning models. This model will allow the RCMP to have 
sustainable processes in place that proactively anticipates future resource requirements.” However, at 
the time of writing, nothing had yet been put in place. The RCMP states that it is “…still at the preliminary 
stages of working on this model, but anticipate that it will be completed within the next 2-3 years.” 


In 2020, RCMP Policy states that the positions of persons on parental leave are normally blocked i.e. 
cannot be permanently staffed in their absence (see policy below). Accordingly, the position may be 
left vacant or another member could be appointed on an acting basis. 


Backfilling a position is a question of funding and the availability/willingness of members to work in a 
temporary capacity in another detachment.


Refusal or failure to fill these positions creates resentment of women in the RCMP. 


Finally, the authors of “Towards a Red Serge Revival: A position paper on the current state of the Royal 
Canadian Mounted Police” suggested that one way to mitigate the demands of “motherhood” is to 
“assure good child care is available to families, by reducing transfers of Mounties of both genders when 
their children are young - ensuring there isn’t an excess of disruption to children’s school. Attention 
to human needs could reduce a lot of the stress that seems to be almost endemic to being an RCMP 
officer.”120 


The RCMP has been aware of the problem of understaffed detachments for years and in any event since 
2007. It agreed to take action on the issue in 2015. It is now 2020 and very little progress appears to 
have been made on this issue leaving detachments short of human resources and women bearing the 
displeasure and resentment of their colleagues when they announce their pregnancies. Women still 
report being given humiliating duties, inconsistent with their training and abilities when they are placed 
on administrative duties as a result of pregnancy.


Recommendations


118. 2012 Gender and Respect Action plan, supra note XX at page 8


119. Ibid.


120. Canada. Senate. Hon. Tommy Banks et al. Toward a Red Serge Revival: A Position Paper on the Current State of the Royal 
Canadian Mounted Police, February 22,2010. http://colinkenny.ca/en/resources/media/PDF/RedSergeFinal_Web2.pdf
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Women should not be penalized for having children. Maternity (and parenthood) must be expected and 
not resented. Where their absence will have a serious impact on available resources their positions must 
be filled during their maternity and parental leave. 


Recommendations on maternity and parental leave:


• Women who are on administrative duties because of pregnancy should be given meaningful 
work that is commensurate with their experience and competencies whenever possible. 
Managers should be held accountable for the assignments given to women by human 
resources or some other section outside the detachment.


• The Government must provide sufficient funding to maintain effective human resource levels  
in all detachments including when women take maternity leave.


• The RCMP must ensure that it has a system to ensure that resource levels required for 
operational duties are always maintained and, on an organization-wide basis,  
not on a Division by Division basis over the next 2-3 years.


• Positions should be backfilled so that women are not resented for having children.


• The idea of floaters – members that can be deployed where necessary to ensure appropriate 
coverage, should be endorsed. 


• The transfer of RCMP members who have young children should be reduced.


I) EMPLOYMENT FLEXIBILITY


The question of workplace flexibility was raised by numerous claimants. It is true that the burden of 
childcare and other domestic tasks still rests disproportionately on women. Allowing for more flexible 
work schedules or assignments with more regular hours for the primary caregiver of young children 
would be beneficial to the retention of talented members and would assist in their ability to advance their 
careers. Women and men should not have to choose between having a family and having a successful 
and rewarding career in the RCMP 


In the early days, the 1970s and 1980s, women often felt they had to resign to take care of their children. 
Some re-engaged after the early childhood years had passed but had lost years of career experience 
and seniority which impacted on their pensionable time. In later years, women resorted to taking 
extended leaves without pay to care for children, which also resulted in a loss of career progression.


Caring for small children and balancing a career in the RCMP with its unpredictable hours, often in 
places where there is limited access to childcare, is a constant tension and pressure on women (and 
men) in the RCMP. 
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One claimant wrote to us after her interview and said: “Judge Smith asked what the RCMP can do to 
improve things. One thing they must do is learn to be more flexible. If we are to attract women and more 
progressive people to our organization, we have to provide opportunities for part-time work, flexible 
hours and telecommuting. The RCMP will tell you they do so but that is bullshit. It is on our Info web 
as options but almost no one is supported to make those choices. We have to pay our people enough 
that we can compete with the other policing agencies. Policing is not a job that is attractive to very 
many people in this new generation so we are competing for a very limited number of good candidates. 
If we want good, strong police officers we have to attract them and it has to be with more than the red 
uniform. The RCMP needs to consider daycares in large detachments and having rotational positions in 
small posts rather than permanent positions. Both these options would make family life easier for male 
and female members to take care of their families which is a huge stress.”


Statistics show that, although the RCMP has allowed members to work part time since 1986, this option 
is very rarely used and those that use it are most likely to be women in civilian member jobs. 


Over the past 20 years, RCMP Regular members, particularly women, have increasingly chosen to work 
part time but the number is still minimal when compared to the overall workforce, that is, in 2019 there 
were 34 women and significantly fewer men out of a workforce of over 19,000 on part-time status. 


More flexibility in allowing members to select part-time status, job sharing or assignment to positions 
with more regular hours was identified as an area that could assist those with primary responsibility for 
childcare (still most likely to be women) in maintaining a better work/life balance. 


The possibility of establishing day cares in larger detachments was also suggested to assist parents in 
working and caring for a family.


Recommendations on employment flexibility:


• Establish daycares in all large detachments.


• Ensure that all members (men and women) are aware of, and are not penalized for requesting  
job sharing and/or part-time status.121 


Recommendations


121. In Fraser v Canada (Attorney General) 2020 SCC 28 a majority of the Supreme Court of issued a declaration that the s. 
15 rights of full time RCMP members who temporarily reduced their working hours under a job sharing agreement were 
breached based on the inability of those members to buy back full pension credit for that service. The SCC stated that the 
methodology for facilitating the buy back of pension credit is for the government to develop, but that any remedial measures 
it takes should be in accordance with the Court’s reasons. The measures should also have retroactive effect.
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J) GRIEVANCES AND DISCIPLINE


From 1974, when women were permitted to join the RCMP as Regular Members, to 1988, when the first 
large-scale amendments to the RCMP Act received royal assent, the internal RCMP disciplinary rules 
were arcane, based on criminal law, and largely the same as the 1959 version of the Act. Between 1988 
and 2014, when the second major overhaul of the RCMP Act came into force, the grievance and disci-
plinary processes were cumbersome. Up until 2014, the decision makers in disciplinary and grievance 
matters were kept at a fairly low-level rank. Only in very limited circumstances were aggrieved members 
entitled to representation by members that were independent from management. 


As early as the mid-80’s, and notwithstanding the stories that we have heard, the RCMP Act imposed 
on all members a standard that required each of them not to conceal or permit any improper or unlawful 
conduct of a member. 


It is interesting to note, when reading RCMP announcements of the 1986 Amendments and the RCMP 
Accountability Act, that they both aim to accomplish the same thing: establishing and strengthening the 
review of complaints and the grievance procedures. 


I have significant doubt that the 2014 amendments to the RCMP Act (see Chapter 4) will address the 
issues that the other Assessors and I have seen. The procedures are still very much based on an internal 
mechanism, with decision-making responsibility delegated to a relatively low level, with little independent 
oversight. Indeed, external reports such as the Fraser Report and the Report by the Civilian Review 
and Complaints Committee for the RCMP have already made Recommendations for change to the new 
system.122 


During the claims process, the Assessors heard many comments about the grievance, harassment, and 
code of conduct system from many of the claimants we interviewed. Few of the comments were positive. 
Indeed, most women said they would never use the grievance or harassment complaint system as they 
simply had no faith in its efficacy or fairness. 


“As I moved through the complaint process I felt minimized and dismissed. The member in Professional 
Standards made me feel like I had done something wrong. Even with all the supporting evidence it was 
clear he felt that I was making a big deal of nothing. When I said I wanted to proceed with criminal 
charges of harassment, he told me that those charges never go through… it was clear he had no interest 
in dealing with this outside of the RCMP. … This refusal to take it to Criminal court and the meager 
“punishment” meted out to [my supervisor] all added up to me feeling completely dismissed. It also 
destroyed my trust in superior officers to deal with these kinds of situations”.


122. Sheila Fraser, Review of four cases of civil litigation against the RCMP on Workplace Harassment: Report to the  
Minister of Public Safety and Emergency Preparedness. March 2017 and CRCC Report into Workplace Harassment:  
https://www.crcc-ccetp.gc.ca/en/report-workplace-harassment-rcmp


Recommendations


BROKEN DREAMS BROKEN LIVES 80







I understand that since 2014 there are three ways in which allegations of sexual harassment in the RCMP 
workplace can be addressed: (1) by way of a grievance if the harassment results in a decision about 
the woman (e.g. a transfer, a denied promotion, etc.), (2) by way of a Code of Conduct investigation 
initiated by the RCMP; or (3) by way of a harassment investigation if an RCMP member files a harassment 
complaint. There is some level of independent review as the External Review Committee of the RCMP 
may be implicated in certain instances.


Of course, given my mandate, I have not conducted an in-depth examination of these mechanisms, but 
three main issues were repeatedly mentioned by claimants: a lack of fairness in the process, a fear of 
reprisals, and, the failure to implement effective (or any) penalties. Whether these issues are perceived 
or actual they contribute to a reluctance to make a complaint regarding harassment and must be 
addressed. The reluctance to make a complaint in turn allows harassment to continue.


Women who made harassment complaints recounted stories of ineffective, unfair, and biased inves-
tigations that included incomplete investigations, investigations done by friends of the target of the 
complaint, witness statements leaked to persons not involved in the investigation, timelines disregarded, 
and being forced to continue working in the same detachment as their alleged harasser.


Harassment investigations are internal and those conducting investigations are, for the most part, 
beholden to their superiors. This creates a systemic lack of independence. In most instances, I was told 
that the Commanding Officer is the decision maker and that he or she does not always have the training 
or independence to make informed decisions.


One claimant said that no one complains about harassment because the process is so awful. Complaints 
are more detrimental to the victim than the harasser. Women who use the system are labelled as 
complainers and this label follows them to each new posting.


We were told frequently about the fear of reprisals for those who made complaints. Reprisals both direct 
and indirect are believed by many to be inevitable. 


The Assessors also heard a number of claimants say that managers or supervisors actively discouraged 
them from filing grievances. They were told that they would be labelled as a troublemaker or a complainer; 
someone who does not understand how to work on a team. In short, when they disclosed harassment to 
their superiors, they were often told that they should suck it up, keep their head down, not rock the boat. 


Claimants were sometimes told that they could complain but they should think carefully before doing 
so. They were often told to think of the impact their complaint would have on the male member and his 
career and family.


One claimant told me that as soon as she laid a complaint against a more senior officer, she was slapped 
with numerous Code of Conduct complaints all of which were concluded as not founded. This story 
was not unique.
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In some instances, claimants were unfairly targeted with criminal charges. I even heard stories of senior 
officers encouraging members of the public to bring civil actions or public complaints against women 
who spoke up and complained about the harassing or discriminatory conduct that they had experienced. 


Others who spoke up found themselves in extremely dangerous situations without any back up. At times, 
this resulted in physical injuries as well as incredible stress and anxiety. 


Even the best grievance and discipline system, if it allows for reprisals, is doomed to be underused and 
become a measure of last resort. 


All three Assessors heard accounts of harassers, who had been found to have sexually harassed 
claimants, being promoted and transferred to a new detachment. 


Others told the Assessors that those who are forced out because of harassment complaints may still 
be brought back as retired specialized members in units where they were previously found to harass 
people. Sometimes they are even put in a position of influence or authority over the person who made 
the well-founded complaint against them.


One claimant said that she “…feels that the way the RCMP deals with harassers is best summed up as 
“the higher the number of complaints against the member, the bigger the promotion he will get”. There 
is a complete lack of accountability.” 


Very often the only solution is to separate the complainant from the perpetrator and there is no hesitation 
in disrupting the complainant’s career and life by moving her. The fact of the complaint, even if founded, 
will follow the griever, and affect her, often not the person who harassed her. 


Even when a complaint of harassment is likely to be founded, the alleged harasser is, in some cases, 
allowed to retire with a pension. When that happens, I am told, the complaint process stops and there 
is no effective penalty imposed on the perpetrator. 


This trend was noted by Sheila Fraser in her 2017 report. She recommended changes to the substance 
of sanctions, specifically not accepting resignation or retirement. She noted that as of March 16, 2017, 
no one had been dismissed for sexual harassment.123 This does not offer closure to the victims. Not only 
does it suggest the RCMP does not take harassment seriously, but many of the cases also involve more 
senior officers, so the victims’ perception is that rank influences punishment. 


123. Fraser Report, supra note 30 at p. 13
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“Individuals who have been found guilty of harassment are either left in their positions or worse, 
transferred to another location where people do not know what they did. I believe that when they are 
given sanctions outside of a loss of pay or loss of holidays that 90 percent of them are not followed up 
on. Meaning that if they were required to take training or be given extra supervision this is not done 
because their supervisor was not advised. The whole process is aligned to protect the abuser and not 
the victim. This is the same if the person accusing them of harassment is lying. Nobody ever gets to hear 
that the individual lied so it now tarnishes your reputation.”


Claimants had suggestions to deal with the grievance process:


• We need a more detailed Code of Conduct with effective sanctions and a policy on how to 
implement and enforce it.


• We need to track and identify members who are chronic harassers and deal with their conduct  
as soon as possible.


• Harassers should be forced to obtain counselling and be prevented from doing any work where 
they supervise RCMP personnel.


• The RCMP should implement a 24-hour hotline, independent of RCMP, to report misconduct.


• Complaint and investigation processes need to be completely independent of RCMP and not 
dependant on the chain of command.


• Reprisals and concern about isolation and absence of backup is a real disincentive to making  
a complaint.


• Amend RCMP Act to allow for stiffer sanctions such as suspension without pay, the ability to 
terminate a member’s employment based on a defined set of proven acts based on the balance  
of probabilities.


• There must be real sanctions for harassers – not simply moving them or the complainant. 


• Persons accused of harassment or violence in the workplace should not be allowed to resign to 
resolve the question. There must be a sanction. Freezing the offender’s ability to apply for  
a promotion for a set period is not enough.


• Assign complainants a lawyer (independent) paid for by the RCMP to represent complainants 
through the complaint process.


• Claimant noted that there is no anonymous avenue to complain or bring inappropriate behaviour 
to the attention of management. A whistle-blowing mechanism (PSDPA) could assist.


• Some suggested that a panel of peers of the same gender be used to screen and determine  
if a complaint meets the threshold of harassment prior to commencement of an investigation.


• Since the changes to the RCMP Act in 2014, there is no longer any transparency in relation to 
those who have been found to have harassed others – all is done at the detachment commander 
level and is either sent to a conduct hearing (dismissal) or a conduct meeting at the whim of the 
detachment commander. There is no accountability in this process.
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• As decisions are no longer public, there is no way of knowing if the punishments for similar 
incidents are equivalent.


• There should be a new provision to require reporting in relation to disciplinary measures


• Mandatory timelines sometimes result in an injustice.


• Some members fear that if a member is charged with a Code of Conduct offence it will undermine 
any high-profile arrests, he (or she) has made.


• The RCMP must change the present policy regarding the harassment complaint process whereby 
interview tapes are shared with perpetrators - this creates a gross privacy violation for the claimant 
and prevents women from coming forward.


• Prevent those who retire and/or are fired for harassment from coming back as contractors or 
casual employees.


• Mediation and informal resolution mechanisms are not appropriate in cases of sexual harassment 
and/or violence in the workplace


• There needs to be transparency in relation to outcomes of Code of Conduct complaints.


• Individuals who have been found guilty of harassment are either left in their positions or worse, 
transferred to another location where people do not know what they did. When they are given 
sanctions outside of a loss of pay or loss of holidays, 90 percent of them are not followed up on. 
This means that if they were required to take training or be given extra supervision this is not done 
because their supervisor was not advised. The whole process is aligned to protect the abuser and 
not the victim. This is the same if the person accusing them of harassment is lying. Nobody ever 
gets to hear that the individual lied so it now tarnished the reputation of the victim.


• Abuse of power must be better understood and sanctioned. Compulsory notification and the 
tracking of the complaint in the very first instance, by a specific neutral unit, should happen,  
no matter what else. 


• Ensure that offices are designed to limit opportunities for assault – design with an  
anti-harassment lens.


• Harassment complaints that are substantiated should result in permanent restrictions on a 
harasser’s career path – i.e. no supervisory roles.


• Supervisors should be notified of any complaints of harassment or bullying by one of their 
employees regardless of the ranks involved. 


• The system for complaints should not compromise a person’s career if she complains.


• Decisions regarding discipline cannot be made by the inner circle – detachment commander. 


• We need an external body to investigate and make the decision regarding discipline


• Use a code number not a member’s name in the complaint process. Have witnesses sign 
non-disclosure agreements. 


• There are obligations for supervisors/management to take actions regarding inappropriate 
behaviour even without complaints being submitted. They know what is going on yet do nothing 
and allow it to continue.


• Create an Ombud’s Office for members to make complaints. It is important to have someone 
to speak to outside of the RCMP hierarchy. Establish a 24-hour hotline for members to report 
abuses and misconduct, one not operated by RCMP, an independent agency that can investigate 
complaints.
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As can be seen by consulting the statistics, there are very few sexual harassment complaints made, even 
as recently as 2019 (in which there were none). In my view, this is not a good statistic. The Assessors 
have heard that sexual harassment is found throughout the RCMP workplace, as late as 2019, and my 
view is that the absence of complaints shows that women are still afraid to report harassment when it 
occurs despite the changes to the law and policy.


Sexual Harassment vs. Harassment as of December 31, 2019 
(Obtained from the RCMP)


 


 


Sexual Harassment accounts for 4.8% of Harassment Complaints (2015 (3 files); 2016 (15 files);  
2017 (22 files); 2018 (7 files); 2019 (0 files) for a total of 54/1132 files. 


Recommendations
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Recommendations on grievances and discipline:


• Create an effective, external and independent body to which RCMP employees may report 
sexual harassment or misconduct which has the power to investigate and make binding 
findings of fact and recommend penalties. This external body should also have the authority 
to self-initiate audits of workplaces without notice to the workplace being audited to ensure 
compliance with harassment and sexual misconduct policies.


• Mediation or other informal measures should not be used in the context of sexual harassment 
accompanied by violence. 


• The RCMP must address the problem of reprisals for making harassment complaints.  
The isolation of complainants, refusals to provide them with backup, and other forms of 
punishment such as the refusal of training or transfers must be eliminated. 


• Sanctions for those found to have been harassing in the workplace must be effective and 
include suspensions without pay for longer periods, demotions, removal of supervisory 
responsibilities for an extended period of time; ban applying for promotions with no 
discretionary override. Dismissal should be the sanction for serious or repeated offences. 
Victims should not be transferred unless they request it. 


• Those accused of sexual harassment (including assaults) should not be allowed to retire before 
the conclusion of an investigation and conduct process. 


• A system to monitor those who have been found to have harassed members in the workplace 
should be implemented. A second finding of harassment should result in automatic dismissal.


• Alleged sexual assaults should be disclosed immediately to the appropriate external 
investigatory body. 
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K) MENTAL HEALTH 


Mental health was a topic that was frequently raised by claimants. I understand that the RCMP has 
made efforts to address mental health in its ranks,124 but we heard numerous accounts of women who 
were denied effective debriefing, were ridiculed for expressing a need for psychological assistance and 
were sidelined for admitting to a psychological injury. Some of these accounts are historical and must 
be considered in that context.


Indeed, in his 2017 Report on mental health in the RCMP, the Auditor General of Canada stated:


“Overall, we found that the RCMP did not adequately meet its members’ mental health needs. The RCMP 
was one of the first federal government organizations to introduce a mental health strategy. However, 
it did not make the strategy’s implementation a priority or commit the human and financial resources 
needed for the strategy’s full and effective implementation. We found that new mental health programs 
to support early detection and intervention were only partially implemented, and that the RCMP did 
not allocate budgets to support them. We also found that while 57 percent of members received easy 
and timely access to mental health support they needed, one in six members (16 percent) did not. 
For 27 percent of cases examined, the RCMP did not have records that would allow us to assess 
whether members received the help they needed when they needed it. Finally, we found that members’ 
supervisors and health services staff did not fulfill their roles in supporting members who were returning 
to work from mental health sick leave. One in five members who sought mental health support from a 
health services office did not return to work or was discharged.”125


These findings matter because the RCMP is only as strong as its members. If the organization does 
not effectively manage members’ mental health and fulfill its responsibilities to support their return to 
work, members struggle to carry out their duties, their confidence in the RCMP is undermined, and the 
RCMP’s effectiveness is reduced.


It is clear that policing puts individuals at high risk of operational injuries, both psychological and 
physical. This is not just the case for Regular Members but also for Civilian Members and Public Servants 
who are exposed to the day-to-day work of the RCMP.


Drinking is often used to help manage stress or to self-medicate. Claimants often reported feeling 
immense pressure to join in the “party” culture; they felt that if they did not do so, they would not be 
accepted as part of the team. This acceptance is essential particularly in remote locations where the 
only people that they had to socialize with were other RCMP members. This led to a number of sexual 
assaults when a woman had had too much to drink and was left in a vulnerable position. Hazing rituals 
to reinforce the group cohesiveness were also reported by some claimants and at time involved sexual 
acts usually under the influence of alcohol. 


Employees (male and female) are told that they must “suck it up” or “push through it”. One claimant told 
us that after a particularly difficult event, her Watch met up at the detachment and a bottle of alcohol 
was put on the table. That was the only “debrief” that the members received. 


Recommendations


124. 2014 RCMP Mental Health Strategy referred to in https://www.ohscanada.com/rcmp-outlines-five-year-mental- 
health-strategy 


125. Auditor General Report on mental health in the RCMP: https://www.oag-bvg.gc.ca/internet/English/parl_
oag_201705_04_e_42226.htmlOAG Report 4—Mental Health Support for Members—Royal Canadian Mounted  
Policeat para. 4.19.
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Women who have asked for a post-incident debrief have been laughed at and told to take it like a man 
would. Indeed, we heard stories of supervisors, who openly criticize women who resort to psychological 
assistance because they identify this as a sign of weakness, instead of looking for the cause of the 
trauma. This type of criticism has a negative impact on an individual’s reputation and limits her career 
advancement.


Many claimants told us that they did not seek psychological support because they were afraid of the 
impact on their career. They said that there were supervisors obtaining access to confidential medical 
records that they had no authorization to see, to their detriment. 


“I started experiencing a lot of anxiety early on in my career. Many times, I went out on the road in 
tears or too upset to perform my duties because of the harassment I experienced at the office. In my 
second year at the RCMP, I wanted to quit. I did not have other female members to support me and did 
not have the support of RCMP psychologists at the time. I had to suck it up and continue doing my job. 
I could not tell anyone anything out of fear of backlash.”


Others told us of the stigma of admitting to a psychological injury. When a claimant told her ‘friends’ 
that she had PTSD she says she never heard from any of them again. There is still a stigma attached 
to mental illness. For example, another claimant told us that her PTSD diagnosis resulted in her being 
labelled as “damaged goods”. One claimant stated in relation to mental health: “It’s so lost. Mental health 
training – they ignore it and make fun of those with mental health issues. No sensitivity. The top 5% 
earners – managers are required to check on their mental health, but it is not taken seriously. Programs 
are there, but the old boys club is there.”


“…So much money is spent on training us to get out of situations alive but nothing to safeguard our 
everyday mental and emotional needs, nothing to create the security that comes from having healthy 
relationships in your daily life. Especially with people your life could actually depend on. By continuing 
to not build positive relations within this organization, there will always be a rise in sick leave/internal 
investigations/ legal complaints and the list goes on. An inclusive environment shouldn’t stop at 
telling a new member who everyone is and sticking them on a team. Members representing minority 
groups are typically ostracized and criticized to the point their mental/emotional and physical well-
being is compromised. This needs to be addressed and yearly staff parties (which most excluded people 
from cliques do not attend) are not bridging the gaps that desperately need to be built. There is a dire 
need to make working relationships healthy and inclusive, this can only foster much needed cohesion, 
trust and a better understanding of diversity. “
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Addressing mental health concerns or injuries early and frequently may well assist in the retention of 
talented employees who would otherwise leave. Many do not feel they can address mental health issues 
until they leave due to the ongoing stigma attached to such injuries.


Claimants told us that they were prepared for the horrific things that they witnessed as part of their 
duties. They were prepared for the car accidents and the other gruesome aspects of their job as a police 
officer, however, many believed that the constant stress of having to watch their backs or being subjected 
to harassment and discrimination undermined their natural resilience and left them more susceptible to 
psychological injuries. This was documented in a number of psychological assessments provided to us. 
In my view, based on the medical reports submitted to us, many of the claimants we spoke to would not 
have suffered from the psychological injuries that they did if they had not faced such a hostile workplace.


Claimants had this to say about mental health:


• Address the problem of drinking as self-medication for trauma; alcohol addiction and the use of 
alcohol as a tool to debrief critical incidents was a common theme throughout the claims process.


• 90% of the stress in the RCMP is caused by RCMP members and not external events/actors.


• Provide adequate funding for therapy– 6 or 12 sessions a year is not enough.


• Some of the management problems are linked to the mental health of supervisors which is left 
undiagnosed or untreated


• Privacy issues arise from the way mental health assistance is approved and funded; there is a fear 
that seeking treatment will impact the future of a career.


• Should be an annual mental health check as well as effective critical incident debriefs. Those 
identified for promotion into management should be required to undergo a mental health 
assessment. Mental health assessments should be done after returning from an isolated posting.


• RCMP should establish a mentorship programme for women.


• Counselling programmes should be put in place for recruits during their first 6 months of career 
(RFT period).


• The RCMP needs to address the stigma of mental health disclosure both in management  
and in colleagues.


• It needs to increase the number of Force psychologists (only 1 or 2 in E Division)


• Some compared a career in the RCMP with an abusive relationship – many of the claimants 
struggled with guilt in coming forward with their complaints in this process because they felt they 
were betraying the RCMP.


• Members cannot be forthcoming with psychologists for fear of the impact on their career  
(i.e. cannot admit to suicidal tendencies or burn out); their Gun could be removed and they  
would become non-operational. There is communication of psychological information to the 
RCMP management.


• There needs to be a way to access psychological assistance and have it remained confidential.


• We need more action on depression and PTSD.


• Members will not use a helpline unless it is another member on the line.


• Add a process to regularly “check-in” on women who are the only woman in their unit  
(check-in by someone outside the unit). 


• Take active steps to identify and prevent hazing rituals.
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• Mental health providers should also be contacted to proactively engage with members of the 
RCMP on a confidential basis to ask about possible issues. This proactive approach takes the 
pressure off women and provides normalized opportunities to make reports. 


• An anonymous support line should be available for RCMP members who are on the fence about 
coming forward. Workers of this support line should be able to provide information regarding 
reporting procedures and referrals to mental health support. They should also be able to take 
reports by phone if the caller wishes to proceed.


• There needs to be better and earlier recognition of PTSD. A one-hour interview annually at  
“block training” would allow the RCMP to screen for symptoms and provide earlier treatment.


• Some members suggest the formation of a committee of members and former members to 
formulate in-house Recommendations in relation to mental health issues and provide support  
for management initiatives.


• Depot should teach the signs of mental health issues and tell cadets how to access psychological 
services and when to report.


A number of factors appear to contribute to a reluctance on the part of members to seek psychological 
assistance in particular the disclosure of personal information.


In her 2017 Report, Ms. Sheila Fraser noted that the head of Health Services is a regular member who 
oversees the day-to-day operations of doctors, nurses and support staff who are coordinating health 
and safety services. That same director reports to the head of HR who reports to the Commanding 
Officer of the Division. After a few years, this individual typically returns to policing or moves onto a 
different administrative role within the Division. Ms. Fraser suggested that this sets up a risk of conflict 
of interest.126 


She also observed that the Office of the Privacy Commissioner has identified several concerns with use 
and disclosure of medical information. 


In 2014, the Privacy Commissioner determined that RCMP members’ personal medical information was 
being inappropriately collected by the RCMP’s National Compensation Policy Centre and recommended 
a number of remedial actions be taken.127 Ms. Fraser strongly recommended that RCMP consider delivery 
of health services be provided by an external party and conduct an independent review of Health 
Services.128 In response, the RCMP undertook to “explore options for the review of its Health Services 
by an independent entity in 2019-2020.”129 We were not able to confirm that this has been done.


I am not a mental health expert, but the psychological damage to claimants that all three Assessors saw 
in the interviews and the pervasive reluctance of claimants to seek early treatment is of great concern 
to me, as are the reported breaches of claimants’ privacy in the context of mental health issues. 


Recommendations


126. Fraser Report supra note 30 at pp. 14-15


127. https://www.priv.gc.ca/en/opc-actions-and-decisions/investigations/investigations-into-federal-institutions/2014-15/
pa_20141117_rcmp/


128. Fraser Report, supra note 30 at page 16


129. Fraser Report, supra note 30 at page 32
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I have concluded that much of the stress suffered by the women comes not only from their work, but 
from internal sources which aggravate the normal stress that arises in the context of policing. There must 
be earlier identification of psychological injuries by regular testing and diagnosis. Medical assistance 
must be confidential and not disclosed to the RCMP, unless required by professional codes of practice, 
so that members are not discouraged from seeking help when they need it.130 The culture of self-medi-
cation by using drugs or alcohol as a coping mechanism by both men and women must be addressed. 


Recommendations on mental health:


• Invite the Privacy Commissioner to investigate the RCMP’s use and disclosure of individuals’ 
medical information on an institution wide basis.


• Integrate Health Services into an independent Human Resource branch to address potential 
conflict of interest issues.


• Require that Health Services flag retirement or discharge proceedings if a mental health issue 
is identified. A feasibility of a return to work option should be considered prior to the RCMP 
approving a request for discharge. 


• Require regular mental health assessments for all members.


• Implement an organization-wide alcohol and drug awareness campaign outlining the hazards  
of using these for the purposes of dealing with trauma.


• Define hazing in the Code of Conduct and make it an offence to participate in it.


• Develop resources to foster a workplace culture in which members can safely debrief following 
critical or disturbing incidents.


Recommendations


130. Aside from instances in which a medical professional is required to disclose information.
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L) PROMOTIONS


My mandate did not include an in-depth examination of the promotional process; however, the issue 
often arose in discussions about the harassment and discrimination that claimants experienced.


From what we heard from claimants, RCMP members are in constant search of a promotion. Receiving 
a promotion is the only way to obtain increases in salary once a member has reached the top of his or 
her salary bracket. 


This results in a competitive environment in which members are competing against each other to obtain 
the experience necessary to apply for their next promotion. One claimant described it as a broken 
process that results in members feeling like the only way to advance their own career is by putting down 
others. Others called it a popularity contest in which those who are on the “friends and family plan” have 
a substantial head start. Another claimant said:


“When female members get promoted, rather than giving credit to their capabilities and hard work, 
there were rumours and talks (sic) about the female members sleeping with someone to get the 
position.”


To promote, members must demonstrate how they meet specific competencies. Claimants indicated that 
the use of competencies to assess promotability has led to members taking a check the box approach 
that is not supportive of good policing. 


They must also be eligible based on their years of service, but there is discretion built into the policy 
that allows for the time periods to be shortened.


I recognize that the promotion system has changed over time and that the emphasis has also changed. 
The current process which requires candidates to provide examples of competencies also requires 
validation by supervisors or colleagues. This creates a disincentive to make complaints about harassment 
against colleagues and supervisors because of the need for their support. It can also be problematic 
if a person misses out on operational opportunities because she is discriminated against because of 
her gender or sexual orientation or both. Indeed, there are many ways in which a supervisor can limit a 
person’s promotability. If a claimant is not assigned to the type of file that would allow her to develop 
specific competencies, she is not promotable. If a claimant is not given training, she will not meet the 
requirements of a position.


Some women, who placed in the top 5% on the promotional exams on more than one occasion, told me 
that they were nevertheless passed over for promotion. Others said that the staffing process is 85% 
based on who you know. 


Recommendations
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Still others said that a fundamental problem is the ongoing promotion of bullies and the failure to 
encourage and nurture female and male champions who have the compassion needed to manage their 
teams well and maintain a respectful workplace. One claimant suggested that the promotional process 
be modified to require that candidates give concrete examples of when they did something not for their 
own benefit, but to assist their subordinates and team members. 


Several claimants took the position that the promotional process should reward managers who take care 
of their team, instead of promoting those who put others down to get to the top.


Although policy prohibits managers from discriminating against women who are pregnant or have small 
children, I heard accounts of women being passed over for promotion for these reasons and warned 
not to grieve the decision.


Statistics show that female members have made progress in their representation in higher ranks:


Table – Demographic information regarding ranks in the RCMP as of April 2020
(Source: RCMP)


Rank Total Number of Women (%)


Constable 12,240 2,826 23.1%


Corporal 3,614 760 21.0%


Sergeant 2,008 385 19.2%


Staff Sergeant 850 95 11.2%


Inspector 325 79 24.3%


Superintendent 189 48 25.4%


Assistant Commissioner 7 26 27%


Commissioner 1 1 100%


In most instances, the percentage of women at each rank is at or slightly above the overall percentage of 
women in the RCMP, that is, 21.2%. Where we see a gap is at the rank of Sergeant and Staff Sergeant. The 
discrepancy is particularly striking at the Staff Sergeant rank. These are key middle management ranks. 


This table does not, however, show the nature of the functions held by women who have been promoted. 
A concern was raised by claimants about the nature of the promotions that women were given. We were 
told by several women that it was rare for women to be promoted in operational capacities. I have no 
statistics to demonstrate the accuracy of this assertion, but I heard similar concerns about the streaming 
of women into “soft” or “pink” functions from multiple claimants. One person told us that in the Langley 
Detachment in September 2019, there were 46 operationally investigative supervisor positions and three 
administrative supervisors. She noted that all of the administrative positions were held by women and 
only 3 of 46 operational supervisors were female. 


Even when they are promoted, women are not always given the same respect as their male colleagues. 
We were told of numerous incidents in which a junior member questioned and refused to follow the 
orders of a woman of superior rank. Even when such behaviour was raised with a more senior male officer, 
it was often disregarded or worse tacitly approved.


Recommendations
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These are the comments and suggestions we heard from claimants:


• The promotion process needs to be independent and merit-based and not based on who you 
know.


• There should be an anonymous process using a random candidate number and not name, 
regimental number or HRMIS number. No photographs should be included.


• Promotions should require a 360-degree review and not just the recommendation of more senior 
officers.


• The process should be reformed so that promotional boards are composed of members at least 
two grades above you, from different areas (in the military, they would have members from the 
Navy, Army and Airforce).


• There must be transparency in allocating promotions; the decision must be documented and 
available to the individual.


• The promotion process should comprise a panel exam (like Depot) rather than a paper-based 
process based on Recommendations. The current process relies too much on who is liked and the 
old boys’ network.


Based on what I, and the other Assessors, have heard, it appears that at the very least there is a strong 
perception that the promotion system is fundamentally flawed and allows for individuals who are not 
qualified to succeed based on their connections or personal attributes, such as being male, or white, 
or heterosexual. As such, identifying applicants during the promotional process is likely detrimental to 
those who do not meet the RCMP’s implicit expectations of the “ideal” member. This is an unsurprising 
feature of a culture in which as noted above, there is an embedded “Old Boys Club”. 


Recommendations on promotions:


• Use a rigorous “blind” process for promotions by assigning a random number to a candidate.  
No information about the gender, race, or medical or other leave taken by the applicant  
should be disclosed. 


• Gather data on the number of women who are supervisors in operational versus administrative 
roles and, if there is a significant discrepancy, implement an action plan which would include 
a mentorship programme to encourage women to apply for promotions in these operational 
areas.


Recommendations
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M) LEADERSHIP 


We heard that claimants had good experiences in detachments where the officer in charge was respectful 
and embodied the RCMP values of respect and professionalism. We also heard that a leader who was 
harassing or discriminatory and unable, or unwilling, to address misconduct, resulted in a toxic work 
environment where women were often targeted for harassment and/or discrimination.


In other words, leadership was crucial to the quality of the workplace. Leadership is also crucial for 
cultural change which the RCMP requires if it is to become a modern, high-performing and diverse 
police force. 


This is not surprising, nor should it be news for those familiar with the principles of organizational 
behaviour. What should be surprising is how many of the claimants reported toxic workplaces in the 
RCMP.


This puts into question the nature of promotions into leadership roles in the RCMP. What training is given 
to candidates? How are they promoted? Is there too much discretion in the hands of the Divisional Head 
in appointing commissioned officers?


In my view, leadership and who is promoted into leadership roles are key elements in addressing ongoing 
workplace harassment issues. Based on what I heard from a number of women (including those in the 
officer ranks) individuals within the RCMP are not always promoted based on merit but on who they know. 
Indeed, I heard the officer promotion program referred to as the “friends and family” plan where, despite a 
lack of competence, those who were part of the Old Boys’ Club are promoted well beyond their abilities. 


Many claimants, including women in the officer cadre, stated that the Officer Candidate Programme 
and subsequent promotions should be overhauled to ensure neutrality and transparency in promotions. 
One claimant said:


“The staffing process is 85% based on who you know. The Officer level staffing process lacks consistency 
and fairness and needs to be overhauled. Staffing of an Officer should be independent and not selected 
by the line officer which would prevent the old boys club selection.”


Recommendations
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In its 2019 response to the 2017 Fraser Report and the 2017 Civilian Review and Complaints Commission 
(CRCC) report into workplace harassment, the RCMP stated that it has made a number of changes to 
the training it gives and the requirements for promotion into the officer cadre.131 Notably, since 2017, 
applicants to Officer Candidate Program must prove they completed Status of Women Canada’s 
Introduction to GBA+ online course. Effective 2018-2019, RCMP’s Respectful Workplace training will also 
be a prerequisite for promotion. As of April 1, 2018, all members promoted to Sergeant had to complete 
the Manager Development Program (MDP). This program has a module emphasizing bias awareness 
and inclusive leadership practices.132


Sergeants must also complete MDP before applying for promotion to Staff Sergeant and the Supervisor 
Development Program (SDP) is now mandatory for all members promoted to Corporal. or Sergeant.133 


The RCMP also requires that all commissioned officers complete the Executive /Officer Development 
Program (EODP)which includes a module on inclusive leadership and application of GBA+ to examine 
bias and promote diversity.134 


While these are positive initiatives, I believe more must be done to ensure effective leadership at all ranks.


Recommendations on leadership:


• Leadership training should begin at Depot and be continually emphasized throughout a 
member’s career.


• Members should be required to recommit to upholding the Code of Conduct every time they 
are promoted.


• Leaders should be held accountable for failing to act when they become aware of harassment 
or discrimination in their areas of responsibility. Leaders should not be penalized for the 
existence of harassment and discrimination complaints in their sections as long as appropriate 
action is taken in a timely and effective manner. Areas in which there are no complaints or 
grievances should be audited promptly.


• Ensure that all leadership training is done in-person and involves role-playing exercises which 
are key adult learning programmes. Online courses or in class non-participatory classes are 
insufficient.


• Require a complete evaluation of commissioned officers every 3-5 years and in any event 
before they are promoted again.


Recommendations


131. Government Response to Report on Workplace Harassment in the RCMP and the Review of Four Cases of Civil Litigation 
against the RCMP on Workplace Harassment, p. 25 https://www.publicsafety.gc.ca/cnt/rsrcs/pblctns/2018-rspns-rcmp-
wrkplc-hrssmnt/index-en.aspx


132. Ibid.


133. Ibid.


134. Ibid.
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N) SPECIALIZED TEAMS


We heard numerous accounts of sexual assault and gender-based discrimination in the context of 
specialized teams particularly in the undercover operations, the TAC (tactical) teams, dog squad and 
Musical Ride. We are told that these teams, particularly in the context of undercover operations, act 
as if they are outside the law. In some cases, these teams are the last bastion of the old boys’ club to 
which women are admitted but at a very high price. I understand that there has only been one female 
member accepted onto the Emergency Response Team to date.


These teams may have structural discriminatory measures built into them, or, they may contain individuals 
who are intent on ensuring that they remain firmly within the male sphere. In either case, I am of the view 
that these teams are often seen as being special and, particularly in the case of the undercover team, 
as above the law. 


Recommendations on specialized teams:


• The RCMP must ensure that there is an effective oversight of specialized teams and in 
particular of the conduct of its undercover team members.


• The RCMP should establish a confidential, independent mechanism for members of these 
teams to make complaints concerning harassment or violence in the workplace.


Recommendations
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O) MEDICAL EXAMINATION


As part of the application process, individuals were required to undergo a medical examination conducted 
by a RCMP medical officer. We were told that this examination was the last step before an applicant was 
accepted into the RCMP. Failure to pass the medical examination would result in an applicant being 
turned away. This put a tremendous amount of power, at least perceived power, in the hands of the 
doctor conducting the examination. Claimants told us that they felt completely vulnerable, their dream 
of becoming a member of the RCMP in the hands of the doctor.


We were told numerous times about the abuses perpetrated by two doctors. Claimants told us of being 
subjected to prostate exams- despite not having a prostate, rectal exams, vaginal exams, lingering breast 
exams, unnecessary pap smears and being left with the feeling that they had been assaulted. 


During the claims process, I was told by claimants that criminal charges were being investigated against 
one of the doctors in Halifax, however, no charges were laid.


I was also told that claimants had made complaints about another doctor’s conduct to the Ontario 
College of Physicians and to the Toronto Police but that they were dismissed and again no charges 
have been laid.


I was not privy to either of these proceedings or decisions, however, I find it difficult to believe, based on 
what the other Assessors and I heard that there was not enough evidence to proceed in some manner. 
I had numerous women who complained of inappropriate behaviour including what I consider to be 
sexual assaults, by these doctors. 


“I am forever uncomfortable with health professionals. As a police officer, it made it difficult for me to 
tell a victim to go get a physical exam (such as for a sexual assault case) and to tell them to trust their 
physicians… I forever do not have any kind of trust in that respect. It is horrible that the one doctor that 
this happened to me with was the RCMP hired doctor.”


Recommendations
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I was also told that the conduct of these doctors was known to other members of the RCMP. Indeed, one 
of the doctors was given the nickname Dr. Fingers by both male and female members. More than one 
claimant remembered being warned about the medical examination by others who had been through it. 
It is incomprehensible to me that such conduct could be tolerated.


Unfortunately, many of the claimants who had had negative experiences with these doctors were not 
entitled to compensation under the Merlo Davidson Settlement Agreement because they were not 
members of the RCMP at the time of their examination as they were still in the application process. I 
strongly recommend that the RCMP provide compensation to these women. I recognize that there is 
an ongoing proposed class action that seeks to address this misconduct.


Some of the women that were assaulted by these doctors were either Auxiliary Members, Temporary 
Civilian Employees, public service employees or civilian members applying to transition into a Regular 
Member position. These individuals were entitled to compensation as they were members of the Primary 
Class at the time of the assaults. During the interviews with these claimants we heard some truly shocking 
accounts of abuse.


Recommendation on medical examination:


• The RCMP must compensate women who were abused by the medical officers during the 
application process and were not eligible for compensation under the Merlo Davidson 
Settlement Agreement.


Recommendations
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P) CIVILIAN MEMBERS AND PUBLIC SERVICE EMPLOYEES


In addition to the Regular Members (RMs), the RCMP employed 3,262 Civilian Members (CMs) 
and 8,477 Public Service Employees (PSEs) as of April 1, 2020 to do various non-policing and/or 
technical jobs. 


Category of employees Female Male Total % Female % Male


Civilian members 1,659 1,603 3,262 50.9% 49.1%


Public Service Employees 6,392 2,027 8,477 75.4% 23.9%


Regular Members 4,221 15,205 19,428 21.7% 78.3%


Overall, 430 or 41% of the 3086 claims I received were from women who worked as Civilian Members 
and/or Public Service Employees. (Some women were both CMs and PSEs and some could have had the 
3 different status through their career and they are shown in the multiple status column of the table.135 Of 
these, 59% were awarded compensation. The breakdown of the compensation awarded to CMs, PSEs 
and RMs is found in the following table. 


Level CM/PSE RM Multiple status Total


No compensation 519 300 37 782


Level 1 332 448 33 747


Level 2 269 687 38 918


Level 3 52 139 11 180


Level 4 36 167 5 198


Level 5 26 92 7 1 1 1


Level 6 35 124 9 150


Total claims 1,269 1,957 140 3,086


% 41% 63% 4% 100%


Sadly, stories of sexual harassment cut across all employment categories.


Recommendations


135. This may account for some minor discrepancies in the statistics.
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Temporary Civilian Employees


Some claimants began their careers in the RCMP as Temporary Civilian Members(TCEs). TCEs were 
appointed under now repealed section 10(2) of the RCMP Act to fill a temporary need. The RCMP no 
longer has the authority to appoint TCEs but may staff a position, on a temporary basis, with a casual 
employee appointed under the Public Service Employment Act. Unlike TCEs, who could continue their 
employment for a lengthier period, casual employees are limited to working a maximum of 90 business 
days in a calendar year unless the RCMP requires there services for a major investigation, a major event 
or an operation if the services of the person are required as a result of unforeseen circumstances such 
as an unknown duration or the unexpected need for a particular skill.136 This power is, however, subject 
to oversight by the Public Service Commission.137 


While the Settlement Agreement categorizes TCEs as Public Service Employees, I will address sexual 
harassment faced by TCEs separately because of their particularly vulnerable employment status 
which arose as their employment could be terminated easily. Women hired on as Temporary Civilian 
Membersdescribed being pressured into entering sexual relationships with male RCMP members to 
ensure that they would be hired on as a Civilian Member or as a permanent Public Service Employee.


One claimant stated: “XX raped me four times. […] Before he sexually assaulted me, he would say “Well, 
don’t you like your job?”, “Don’t you want to keep your job?”, “Don’t you want your job to be made 
permanent?” This was a big concern of mine. I was a temporary casual employee (for a number of years). 
The RCMP policy states that you are only supposed to be a TCE for 1 year. He always hung that over 
my head because he had all the power. He had total control over my career. It was obvious to me that 
 I didn’t have a choice. If I said “no,” I would lose my job.”


Civilian Members


Civilian Members are appointed under the RCMP Act but are now in the process of transitioning to 
employment as Public Service Employees. They account for 3,262 of the employees of the RCMP. 
According to the RCMP, however, the transition date has been delayed indefinitely. I received 430 claims 
from CMs. Their roles include forensic scientists, computer and IT professionals, nurses, chaplains, 
archivists, dispatchers, criminal intelligence analysts and executives. I also note that as a group, as of 
April 1, 2020 51% of Civilian Members are women compared to 21.7% of Regular Members.


I spoke with several CMs who faced significant barriers with respect to their careers, and who experienced 
many of the same forms of sexualized and discriminatory conduct that RMs experienced. Unfortunately, 
their experiences were, at times, aggravated by a workplace culture that viewed them as worth less than 
RMs. 


I and the other Assessors heard accounts of CMs being passed over for promotion in favour of men 
(RMs and CMs); CMs being discriminated against when they chose to start a family; others having 
been sexually assaulted because male RMs considered them “available”. One claimant told me: “I have 
observed male members making sexual advances to young female dispatchers throughout my career. 
In my first posting, male members always flirted with women and teased us in ways different from their 
behaviour with each other. For example, Constable XXXX pretended he was in a pursuit with my car on 
the highway; he turned on his sirens and queried my license plates.” Another told me: “I was constantly 
being touched or groped as soon as I arrived to the Operational Communication Center (OCC).  


Recommendations


136. Public Service Employment Act, S.C. 2003, c.22, s. 50, 50.2 and RCMP Casual Employment Regulations SOR/2014-253


137. Public Service Employment Act, S.C. 2003, c.22, s. 50.2 (2)
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Recommendations


There always seemed to be an underlying tension in the radio room. We were made to feel that the only 
reason we had a job was because of the members, who were predominantly male, and that we should 
be grateful that we had our positions. I vividly remember one of the staff sergeants saying, “Thank 
god there are some good-looking broads in here cause most of you aren’t that smart.” One of the 
operators laughed [at him]. As a result, she was forced to publicly apologize in front of the Operational 
Communications Centre for being insubordinate to a member.”


Another female CM wrote: “XXX told me that I was really smart and got along very well with everyone and 
that I should convert to a Regular Member. While he meant this as a compliment, the message was clear 
that male police officers held a higher status and were valued much more than female civilian members. 
[…] this message was regularly reinforced throughout my career.”


Conversely, if a female Regular Member converted to a Civilian Member, male RMs would point to this 
as proof that women are not meant to be Regular Members.


Civilian Members described a pervasive “suck it up” attitude in the workplace. A CM dispatch member 
explained: “There was no one to talk to if we had emotional problems. We women talked amongst 
ourselves, but even then we all concluded that we had entered into man’s world so we had to take what 
our superior officers gave us, not show the female side of our personalities, accept sexual comments 
and sexual advances because that was the price we needed to pay to stay or become a member of the 
RCMP, the “old boys’ club.” One of my trainers in radio dispatch—a female—also told me I needed to keep 
my head down and “toughen up” if I wanted to remain an auxiliary or a regular RMCP member. She told 
me to do what was expected of me because I worked in a man’s world. I found her advice depressing, 
frustrating and demeaning to me and every female who joined the Force. I wasn’t raised to believe being 
a female should exclude me from any career path or dream I wished to follow, or that I should “keep my 
head down” for fear of reprisal.”


Notably, the CMs appear less career mobile than RMs: they have specialized training or education and 
have fewer opportunities for new postings. By contrast, moving to a new posting can be a way of exiting 
a negative situation for Regular Members. 


Public Service Employees


The RCMP employs 8,477 PSEs who are appointed under the Public Service Employment Act. As of 
April 1, 2020, 75% of PSEs were women. These employees are, for the most part, unionized but have 
a less robust sick leave and medical plan than members (Civilian and Regular) of the RCMP. PSEs are, 
I was told, for the most part administrative or support employees. Women PSEs, like CMs, have been 
treated poorly by Regular Members. As observed by a PSE claimant: “Women are generally treated 
badly in the RCMP, but I found as a female public service employee (PSE) I was treated even worse than 
female members. The male members would have a begrudging respect for female members, though 
they constantly said that the female members were incompetent or commented that the female member 
must have “banged their way through Depot.” I was treated more like their object, subservient to them. 
I had to do what they said because as the RCMP hierarchy works, they outranked me. They were all my 
bosses and I had to listen to them and do as I was told.” 


BROKEN DREAMS BROKEN LIVES 102







Recommendations


One claimant stated: “Members believed that Public Servants were there for their handling and knew 
management supported their behaviours. Why else did we have trouble walking down a hallway without 
being looked up and down, rubbed against, pressed against or licked. Because it happened so often with 
more than one or two members, as a Public Servant I can say that it had become an accepted behaviour 
because there was no support against it. I’m not alone in saying that I did not like it. I know I did not come 
forward about it, but the reasons are repetitive: blacklisting, getting hired on again, gossip, rumours, etc.” 


Another claimant, who was a PSE in a remote detachment, summarized her experiences as follows: “There 
were no female constables when I first started in [XXX], so the only female members were in Telecoms. 
We were treated horribly by all the members as they made it clear it was a man’s domain. They would 
take every and any opportunity to belittle your job, the way you did it, what you said etc. As a group it 
was very bad, so you just tried to shy away, stay in the corner, and keep quiet. There were porno mags 
all over the office. A bottle of whisky in the drawer. Sexual assaults were common in [XXX] and when 
reported the poor woman was always made to feel it was her fault.”


Another described the working conditions as follows: “I remember them saying that women should be 
fucked because that is all they are good for. Whenever a new secretary came into the office, they always 
propositioned her. They treated myself and each new woman like “fresh meat.” They were also always 
bragging about their sexual escapades. Everyone turned a blind eye to their behaviour. Most of the 
male members seemed to find it funny. Their sexual and gender harassment against myself and other 
women in the office was relentless.”


Even though the Public Service Employees have union representatives, I was told that they were unaware 
of their avenues of recourse or too afraid of retaliation from their RCMP Regular Member supervisors 
to make a complaint: “…overwhelmingly, RCMP supervisors and managers were men, and PSEs were 
women working in lower level positions. Many PSEs were afraid of their RCMP supervisors and managers 
given the impact they could have on future employment. As a result, PSEs were often reluctant to 
complain about their treatment even when they were sexually harassed or abused. At that time, sexual 
harassment was widely considered to be part of the job and the culture of the Force. Finally, I should 
also mention that, physically, most RCMP supervisors and managers (male) were bigger and stronger 
than the predominately female PSEs they supervised. There were often subtle and not-so-subtle threats 
of physical intimidation related to the sexual harassment.” 


PSEs located in remote detachments or in detachments without effective public service supervision told 
me that even though they were unionized, they did not feel they were able to seek assistance through 
the union. I heard them say that often finding another job was not realistic in small communities.


Distinct from job security issues, claimants told me that the reporting relationships for PSEs were 
not always clear, particularly for smaller detachments. PSEs sometimes reported directly to a Regular 
Member. Sometimes there was only one PSE in a detachment. The line of communication to their PSE 
supervisors can be unclear, which makes it difficult for them to report harassment or discrimination in 
the RCMP workplace. 
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Recommendations on Civilian Members and Public Service Employees:


Many of the Recommendations already made that focused on Regular Members apply with equal force 
to Civilian Members and Public Service Employees. For example, the leadership of detachment offices 
should take responsibility for preventing sexual harassment of Civilian Members and Public Service 
Employees. The RCMP should create an effective, external, and independent body to which Civilian 
Members and Public Service Employees can report sexual harassment or misconduct. This body should 
have the power to investigate and make binding findings of fact and recommend penalties. All the 
Recommendations on grievances and discipline in this report should apply in the same way, whether 
the victim of the harassment is a Regular Member, a Civilian Member, or a Public Service Employee. 
Concerns about human resources and staffing issues, systemic barriers, supporting good mental health, 
and so on, must also be addressed in the context of Civilian Members and Public Service Employees. 


But those Recommendations will do little if the RMs can continue to devalue the work and expertise that 
CMs and PSEs bring to the RCMP. Leadership must acknowledge and counter the particular kind of 
prejudice that has festered against these female-dominated PSE and CM positions. It seems intuitive to 
me, although I am not an expert on policing organizations, that the front line cannot operate effectively 
without quality dispatch, technical support, intelligence, administration, and other specialized services. 
The CMs and PSEs play a critical role in the operation of the RCMP. Without leadership and cultural 
change, the RCMP paramilitary culture will continue to permit misogyny to threaten the workplace safety 
of CMs and PSEs. 


In addition to what has already been recommended in the context of Regular Members, the following 
should also be done to improve the situation of Civilian Members and Public Service Employees:


• Ensure that Regular Members be better informed of the importance of the role played by  
CMs and PSEs to address the discrimination described to me.


• Public Service Employees should have a clear reporting relationship with a public service 
manager to whom they may seek assistance in relation to a difficult or isolated workplace.


Recommendations
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CONCLUSION


My review of over 3,086 claims has led me to conclude that sexual harassment and discrimination based 
on gender and sexual orientation is found at every level of the RCMP and in every geographic area of 
Canada. 


Despite past efforts, the RCMP has failed to resolve this pervasive problem; sexual discrimination is 
embedded in its culture. The claimants in this class action have paid the price, as has the Canadian 
public, whose trust in the RCMP has been undermined.


I heard during multiple interviews that the women did not make a claim solely for the monetary award, 
because no amount of compensation would allow them to overcome the harm that they, and often their 
families, have endured. Instead, they expressed a desire to contribute to a change in the organization 
and to protect other female members. 


In the end, over 2,304 women were compensated for injuries, at times severe, caused by sexual 
harassment and discrimination. Their courage in coming forward should be acknowledged and their 
experiences should not simply be dismissed now that they have been compensated. It is obvious that 
many women who would have qualified did not file a claim, for various reasons. Positive change must 
occur.


I do not see any way forward without some form of sustained independent and external pressure. There 
are measures that may be taken to address specific issues, but I am not confident that this will correct 
the fundamental problems in the RCMP.


In my view, the time has come to ask some hard questions about the structure and governance of federal 
policing in Canada. The past has demonstrated that change cannot come from within the RCMP. There 
must be a rigorous review of the RCMP followed by changes that will ensure that federal policing is 
delivered efficiently in a manner compliant with the Charter value of equality and with the Government 
of Canada’s commitment to gender equality, including in the workplace. 
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APPENDIX 1


SUBJECT TO APPROVAL BY THE FEDERAL COURT 
 
 
 
THIS AGREEMENT  is made as of the 6th of October, 2016. 
 
 
BETWEEN: 
 


THE ATTORNEY GENERAL OF CANADA 
 
 


and 
 
 


JANET MERLO AND LINDA GILLIS DAVIDSON  
(collectively, the “Class Action representative Plaintiffs”) 


 
 
 


 
WHEREAS: 
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SUBJECT TO APPROVAL BY THE FEDERAL COURT 


A. On March 27, 2012, the plaintiff Janet Merlo commenced Supreme Court of British             


Columbia Action No. S-122255, Merlo v. Attorney General of Canada against the Attorney             


General of Canada and the Minister of Justice of British Columbia. On March 25, 2015, the                


plaintiff Linda Gillis Davidson commenced Ontario Superior Court of Justice Action No.            


CV-15-52473600CP, Davidson v. Attorney General of Canada Ms. Merlo and Ms. Davidson            


(collectively, the “Plaintiffs”) allege that they and fellow female Regular Members, Civilian            


Members and Public Service Employees who worked within the RCMP were subject to gender              


and/or sexual orientation based discrimination, bullying and harassment in the workplace and            


that RCMP leadership failed to exercise their duty to women in the RCMP to ensure that they                 


could work in an environment free of gender and sexual orientation based discrimination and              


harassment;  


A. The Plaintiffs and the Defendant (“the Parties”) recognize and acknowledge that gender            


and sexual orientation based harassment, gender and sexual orientation based discrimination, and            


sexual assault, including physical assault in the course of conduct constituting harassment have             


no place in the RCMP and wish to enter into this Settlement Agreement to: 


(a) restore confidence in the RCMP as an organization that values equity and            


equality; 


(b) implement measures to eliminate workplace harassment and discrimination in the          


RCMP; and  


(c) resolve the Claims of Primary Class Members who experienced and/or continue           


to experience gender and/or sexual orientation based harassment and         


discrimination (as defined below) while working in the RCMP during the Class            


Period; 


C. The Parties agree to: a) implement change initiatives and best practices aimed at             


eliminating Harassment in the RCMP and increasing equality and b) compensate Class Members             


who suffered injury as a consequence of that Harassment. 
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SUBJECT TO APPROVAL BY THE FEDERAL COURT 


D. The Parties entered into an Agreement in Principle on May 25, 2016, for the resolution of                


the Claims of the Class Members as defined in this Agreement; 


E. The Parties wish to settle all outstanding Claims relating to or arising from the allegations               


that the Primary Class Members were subject to gender and/or sexual orientation based             


discrimination, harassment and bullying while working within the RCMP; 


F. For the purposes of settlement, the Parties, subject to the Approval Order, have agreed to               


merge the Merlo action and Davidson action by filing a new statement of claim in the Federal                 


Court, and discontinue the actions commenced in the Supreme Court of British Columbia and the               


Ontario Superior Court of Justice; 


G. The Parties, subject to the Approval Order and the expiration of the Opt Out Period               


without the Opt Out Threshold being met or waived by the Defendant, have agreed to settle the                 


Merlo action and Davidson action upon the terms contained in this Agreement; 


H. The  Parties, subject to the Approval Order, agree to resolve all claims of Class Members               


relating to allegations of gender and/or sexual orientation based harassment, discrimination and            


bullying while working in the RCMP upon the terms contained in this Agreement, save and               


except those actions brought by individuals who opt out or are deemed to have opted out of the                  


Class Action in the manner set out in this Agreement and save and except those who have                 


already been compensated or provided a release or consent dismissal order; 


THEREFORE , in consideration of the mutual agreements, covenants and         


undertakings set out herein, the Parties agree that all actions, causes of action, liabilities, claims               


and demands whatsoever of every nature or kind for damages, contribution, indemnity, costs,             


expenses and interest which any Class Member ever had, now has or may hereafter have  arising                


in relation to the Claims asserted by the Class Members, whether such claims were made or                


could have been made in any proceeding including the Class Actions, will be finally settled               
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SUBJECT TO APPROVAL BY THE FEDERAL COURT 


based on the terms and conditions set out in this Agreement upon the Implementation Date, and                


the Releasees will have no further liability except as set out in this Agreement. 


ARTICLE 1 – INTERPRETATION 


1.01 Definitions 


In this Agreement, in addition to the terms defined in the description of the Parties               


and in the recitals set out above, the following terms will have the following meanings: 


“Agreement” means this settlement agreement, including its recitals and Schedules and           


Appendices, as amended, supplemented or restated from time to time; 


“Agreement in Principle” means the Agreement between the Attorney General of Canada, as             


represented by the Department of Justice and the Plaintiffs, as represented by Klein Lawyers and               


Kim Orr, signed in counterpart on May 25, 2016. Where there exists an inconsistency between               


this Agreement and the Agreement in Principle, this Agreement governs; 


“Approval Date”  means the date the Federal Court issues the Approval Order; 


“Approval Order” means the judgment or order of the Federal Court approving this Agreement              


as fair, reasonable and in the best interests of the Class Members for the purposes of settlement                 


of the Class Action pursuant to the applicable class proceedings legislation and the common law; 


“Assessor”  means, subject to the approval of the Federal Court, The Honourable Michel             


Bastarache, C.C., Q.C. agreed upon by the Parties to administer the Claims Process or, in the                


event the Honourable Michel Bastarache, C.C., Q.C. is unable or unwilling to act, another person               


who is a retired jurist, subject to the approval of the Federal Court; 


“Business Day” means a day other than a Saturday or a Sunday or a day observed as a holiday                   


under the laws of the Province or Territory in which the person who needs to take action                 
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pursuant to this Agreement is situated or a holiday under the federal laws of Canada applicable in                 


the said Province or Territory; 


“Canada” or “Government”  means the Government of Canada; 


“Certification Order” means the order of the Federal Court certifying the Class Action for              


settlement purposes; 


“Change Initiatives”  means the initiatives detailed in Schedule E to this Agreement; 


“Child” means a natural or legally adopted child of the Primary Class Member, or a person for                 


whom the Primary Class Member has custody under a court order or domestic contract, or a                


person toward whom the Primary Class Member has demonstrated a settled intention to treat as a                


child of her family, except under an arrangement where the child is placed for valuable               


consideration in a foster home by a person having lawful custody;  


“Claim” means a claim made by a Primary Class Member for compensation under this              


Agreement by submitting a Claim Form, attached as Appendix 1 to Schedule B to the Assessor                


in accordance with this Agreement; 


“Claimant” means a Primary Class Member who makes a claim by completing and submitting a               


Claim Form; 


“Claim Deadline”  means 180 days from the first publication of the Notice of Settlement              


Approval; 


“Claim Form” means the application form in Appendix 1 to Schedule B of this Agreement; 


“Class Action”  means the Class Action commenced in the Federal Court; 


“Class Counsel”  means Klein Lawyers LLP and Kim Orr Barristers P.C.; 
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“Class Member” means a Primary Class Member and/or a Secondary Class Member; 


“Class Period” means the period from September 16, 1974 to the Approval Date;  


“Claims Process” means the plan outlined in this Agreement, including Schedules and            


Appendices, for the submission, assessment, determination and payment of Claims made           


pursuant to the settlement of the merged Merlo action and Davidson action as set out in this                 


Agreement; 


“Cohabit” means to live together in a conjugal relationship outside marriage for a period of not                


less than three years, or in a relationship of some permanence, if the cohabiting individuals are                


the natural or adoptive parents of a child; 


“Consent to Disclosure of Information”  means the form in Appendix 2 of Schedule B to this                


Agreement; 


“Court”  means Federal Court;  


“ Davidson action”  means Ontario Superior Court of Justice Action No. CV-15-52473600CP           


commenced by Linda Gillis Davidson on March 25, 2015; 


“Decision” means the decision of the Assessor with respect to a Claim and as set out in                 


paragraph 33 of Schedule B to this Agreement; 


“Designated Contact” means the individual(s) designated as the RCMP point(s) of contact for             


the Assessor under Schedule D to this Agreement; 


“Family Members” means the Children and current Spouse of a Primary Class Member as              


defined in this Agreement; 


“Harassment” means improper conduct in the workplace by any Regular Member, Special            


Constable, Cadet, Auxiliary Constable, Special Constable Member, Reserve Member, Civilian          
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Member, Public Service Employee, including any Temporary Civilian Employee, working          


within the RCMP, male or female, that is directed at and offensive to another Regular Member,                


Special Constable, Cadet, Auxiliary Constable, Special Constable Member, Reserve Member,          


Civilian Member, Public Service Employee, including Temporary Civilian Employee working          


within the RCMP, including, but not limited to, at any event or any location related to work, and                  


that the individual engaging in such improper conduct knew or ought reasonably to have known               


would cause offence or harm. It comprises objectionable act(s) comment(s) or display(s) that             


demean, belittle, or cause personal humiliation or embarrassment, and any act of intimidation or              


threat. It also includes harassment within the meaning of the Canadian Human Rights Act ,              


R.S.C. 1985, c. H-6, based on sex, sexual orientation, marital status, and family status.              


Harassment can be a series of incidents but can also be one severe incident which has a lasting                  


impact on the individual. Harassment by members of the public is not harassment for the               


purposes of this Agreement. In this Agreement, “Harassment” refers collectively to gender and             


sexual orientation based harassment, gender and sexual orientation based discrimination, and           


sexual assault, including physical assault in the course of conduct constituting harassment;  


“Implementation Date”  means the latest of: 


(a) the day following the last day on which a Class Member may appeal or seek leave to                 


appeal the Approval Order; and  


(b) the date of a final determination of any appeal brought in relation to the Approval Order; 


“Merlo action” means Supreme Court of British Columbia Action No.S-122255 commenced by            


Janet Merlo on March 27, 2012; 


“Opt Out Form”  means the form attached in Schedule H of this Agreement; 


“Opt Out Period”  means the 60 day period following the publication of the Notice of               


Certification and Settlement Approval Hearing; 
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“Opt Out Threshold”  means the Opt Out Threshold set out in Article 5.02 of this Agreement; 


“Parties” means collectively and individually the signatories to this Agreement; 


“Primary Class Members”  means female current and former living Regular Members, Civilian            


Members and Public Service Employees (who are appointed by the Commissioner of the RCMP              


under the delegated authority of the Public Service Commission pursuant to the Public Service              


Employment Act , R.S.C., 1985, c. P-32; amended S.C. 2003, c. 22, ss.12, 13) who worked within                


the RCMP during the Class Period, who experienced and/or continue to experience gender             


and/or sexual orientation based harassment and discrimination while working in the RCMP            


during the Class Period, and  who have not opted out or are not deemed to have opted out of the                    


Class Action on or before the expiry of the Opt Out Period. 


For the purposes of this Agreement only “Regular Members”  includes Regular 


Members, Special Constables, Cadets, Auxiliary Constables, Special Constable Members, and  


Reserve Members  


For the purposes of this Agreement only “Public Service Employees”  includes 


Temporary Civilian Employees who, prior to 2014 were appointed under the now-repealed 


subsection 10(2) of the RCMP Act , R.S.C., 1985, c. R-10; 


“Released Claims” means any and all actions, causes of action, common law, Quebec civil law               


and statutory liabilities, contracts, claims, grievances and complaints, and demands of every            


nature or kind available, asserted or which could have been asserted whether known or unknown               


including for damages, contribution, indemnity, costs, expenses and interest which any Class            


Member ever had, now has, or may hereafter have, directly or indirectly arising from or in any                 


way relating to or by way of any subrogated or assigned right or otherwise in relation to gender                  


and/or sexual orientation based discrimination, bullying and harassment while working in the            


RCMP that occurred during the Class Period, and including any such claim made or that could                


have been made in any proceeding including the Merlo and Davidson actions, whether asserted              
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directly by the Class Member or by any other person, group or legal entity on behalf of or as                   


representative for the Class Member; 


“Releasee”  means the Defendant in the Class Action commenced in the Federal Court merging              


the Merlo and Davidson actions, the B.C. (Minister of Public Safety and Solicitor General), and               


any other applicable provincial and territorial Ministers and governments who are liable for the              


actions of RCMP members acting as provincial constables under provincial legislation and/or            


other provincial-federal policing agreements, and their respective officers, agents, servants and           


employees; 


“Request for Deadline Extension” means the form in Appendix 3 to Schedule B of this               


Agreement, to be submitted when a Claimant makes a request to extend the Claim Deadline; 


“Secondary Class Members” means all persons who have a derivative Claim, in accordance             


with applicable family law legislation, arising from a family relationship with a Primary Class              


Member;  


“Secondary Class Member Claim Form”  means the form in Appendix 1 to Schedule C; 


“Spouse”  means: 


(a) either of two persons who are currently married to each other or who have together, in                


good faith on the part of a person relying on this clause to assert any right, entered into a                   


marriage that is voidable or void, and are living together; OR 


(b) either of two persons who are not married to each other and have co-habited for a period                 


of not less than three years, or are in a relationship of some permanence, if they are the                  


natural or adoptive parents of a Child; 


“Travel Expenses”  has the meaning set out in the National Joint Council Travel Directive. 


1.02 This Agreement is not to be construed as an admission of liability by any of the 
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Defendants named in the Merlo  action or the Davidson  action. 


1.03 Headings 


The division of this Agreement into Articles and Sections and the insertion of a table 


of contents and headings are for convenience of reference only and do not affect the construction 


or interpretation of this Agreement. Unless something in the subject matter or context is 


inconsistent therewith, references to Articles, Sections and Schedules are to Articles, Sections 


and Schedules of this Agreement. 


1.04 Extended Meanings 


In this Agreement, words importing the singular number include the plural and vice 


versa, and words importing persons include individuals, partnerships, associations, trusts, 


unincorporated organizations, corporations and governmental authorities. The term “including” 


means “including without limiting the generality of the foregoing”. 


1.05 No Contra Proferentem 


The Parties acknowledge that they have reviewed and participated in settling the terms of              


this Agreement and they agree that any rule of construction to the effect that any ambiguity is to                  


be resolved against the drafting Parties is not applicable in interpreting this Agreement. 


1.06 Statutory References 


In this Agreement, unless something in the subject matter or context is inconsistent or              


unless otherwise provided, a reference to any statute is to that statute as enacted on the date                 


hereof or as the same may from time to time be amended, re-enacted or replaced and includes                 


any regulations made thereunder. 


1.06 Day for any action 
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Where the time on or by which any action required to be taken hereunder expires or falls                 


on a day that is not a Business Day, such action may be done on the next succeeding day that is a                      


Business Day. 


1.07 Final order 


For the purposes of this Agreement a judgment or order becomes final when the time for                


appealing or seeking leave to appeal the judgment or order has expired without an appeal being                


taken or leave to appeal being sought or, in the event that an appeal is taken or leave to appeal is                     


sought, when such appeal or leave to appeal and such further appeals as may be taken have been                  


disposed of and the time for further appeal, if any, has expired. 


1.08 Schedules  


The following Schedules and Appendices to this Agreement are incorporated into and            


form part of this Agreement as fully as if contained in the body of this Agreement:  


SCHEDULE A - NOTICE PLAN 


Appendix 1 –   Notice of Certification and Settlement Approval Hearing 


Appendix 2 –   Notice of Settlement Approval 


Appendix 3 –   Letter to Class Members by Direct Mail 


SCHEDULE B – CLAIM PROCESS 


Appendix 1 –   Claim Form 


Appendix 2 –   Consent to Disclosure of Information 


Appendix 3 –   Request for Deadline Extension 


Appendix 4 –   Class Member List and Verification of Class Membership 


Appendix 5 –   Identification of Previous Claims  


Appendix 6 –   Compensation Levels 


Appendix 7 –   Compensation Amounts 


Appendix 8 –   Request for Reconsideration of a Level 2 Claim 


Appendix 9 –   Certification of No Prior Compensation 
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Appendix 10 – Travel Claim 


Appendix 11 – Release of Documents and Information held by the RCMP  


SCHEDULE C – SECONDARY CLASS MEMBER CLAIMS 


Appendix 1 -    Secondary Class Member Claim Form 


SCHEDULE D – RCMP DESIGNATED CONTACT AND CLAIMS SUPPORT  
PROCESS 


SCHEDULE E – CHANGE INITIATIVES 


SCHEDULE F – JOINT COMMUNICATIONS PLAN 


SCHEDULE G – NO RETALIATION DIRECTIVE 


SCHEDULE H – OPT OUT FORM 


1.09 Currency 


All references to currency in this Agreement are to lawful money of Canada. 


ARTICLE 2 – EFFECTIVE DATE OF AGREEMENT 


2.01 Date when Binding and Effective  


This Agreement will become effective and be binding on the Defendant and on all the               


Class Members (including Persons under Disability) and the Class Action Plaintiffs, on the             


Implementation Date.  


2.02 Effective in Entirety 


None of the provisions in this Agreement will become effective unless and until the Court               


approves all the provisions of this Agreement, including all Schedules. 
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ARTICLE 3 – IMPLEMENTATION OF THE AGREEMENT 


3.01 Class Action 


The Merlo and Davidson actions will be merged into a uniform omnibus Statement of              


Claim and filed in the Federal Court. The Statement of Claim will name the plaintiffs named in                 


the original Claims and will name as Defendant, Her Majesty the Queen. 


3.02 Content of Class Action  


The Class Action will define the classes, allege claims and seek relief with such              


modifications to the Merlo and Davidson claims as is necessary to correspond with this              


Agreement, including the scope of the Primary and Secondary classes and relief.  


3.03 Consent Certification/Approval of Notice of Certification and Settlement 
Approval Hearing 


1) Concurrent applications will be brought for approval of the Notice of Certification and             


Settlement Approval Hearing and for consent certification of the Class Action for the purposes of               


settlement in accordance with the terms of this Agreement. 


2) At the same time, or at a time to be agreed upon by the Parties, the Parties will make an                    


application seeking orders that: 


(a) the RCMP and Canada release to the Designated Contact information and documents             


required by the RCMP to compile a List of female Regular Members, Civilian Members              


and Public Service Employees who have worked within the RCMP during the Class             


Period as set out in Appendix 4 to Schedule B of this Agreement; 


(b) the RCMP and Canada compile a list of individuals who have been paid further to a civil                 


claim, grievance or harassment complaint, including a complaint to the Canadian Human            


Rights Tribunal and/or who have had a prior civil claim, grievance or harassment             


complaint, including a complaint to the Canadian Human Rights Tribunal, otherwise           
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resolved in respect of the same event(s) and injury(ies) as claimed in the Claim Form, in                


accordance with Appendix 5 to Schedule B. The list will include the name, date of birth                


and regimental number, if available, of the individual; 


(c) directing the RCMP to provide the aforementioned lists to the Office of the Assessor in               


accordance with Appendices 4 and 5 to Schedule B of this Agreement. 


3.04 Approval Order 


An application to obtain an Approval Order of this settlement will be heard following the               


expiry of the Opt Out Period. The Approval Order submitted to the Court for approval will                


include provisions: 


(a) incorporating by reference this Agreement in its entirety including all Schedules and            


Appendices; 


(b) ordering and declaring that the Order is binding on all Class Members, including Persons              


Under Disability, unless they opt out or are deemed to have opted out on or before the                 


expiry of the Opt Out Period; 


(c) ordering and declaring that on the expiry of the Opt Out Period all Class Members, unless                


they have opted out or are deemed to have opted out on or before the expiry of the Opt                   


Out Period, have released the Releasees from any and all actions, including claims made              


under the Canadian Charter of Rights and Freedoms they have, may have had or in the                


future may acquire against the Releasees relating to or arising from gender and/or sexual              


orientation based discrimination, bullying and harassment while working in the RCMP           


during the Class Period; 


(d) ordering and declaring that on the expiry of the Opt Out Period all Class Members who                


have not opted out on or before the expiry of the Opt Out Period may not commence any                  


proceedings seeking compensation or other relief arising from or in relation to gender             
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and/or sexual orientation based discrimination, bullying and harassment while working in           


the RCMP during the Class Period; 


(e) ordering and declaring that the obligations assumed by Canada under this Agreement are             


in full and final satisfaction of all claims against the Releasees, including claims made              


under the Canadian Charter of Rights and Freedoms, relating to or arising from gender              


and/or sexual orientation based discrimination, bullying and harassment while working in           


the RCMP during the Class Period; 


(f) ordering and declaring that on the expiration of the Opt Out Period all Class Members               


who have not opted out may not commence any proceedings seeking compensation or             


other relief arising from or in relation to gender and/or sexual orientation based             


discrimination, bullying and harassment while working in the RCMP during the Class            


Period against any person who may in turn claim against the Defendant;  


(g) ordering and declaring that the Notice Plan in Schedule A to this Agreement is approved               


by the Court; 


(h) ordering the RCMP and Canada to release to the Assessor information and documents             


required by him or as otherwise required in the Agreement, including Schedules and             


Appendices, in accordance with the terms of this Agreement; 


(i) ordering and declaring that judgments or orders will be sought from the Court in such               


form as is necessary to implement and enforce the provisions of this Agreement and to               


supervise the ongoing performance of this Agreement; 


(j) ordering and declaring that the Assessor(s) shall not be compelled to be (a) witness(es) in               


any civil or criminal proceeding, administrative proceeding, grievance or arbitration          


where the information sought relates, directly or indirectly, to information obtained by the             


Assessor(s) by reason of the Settlement or the settlement claims process; and  
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(k) ordering and declaring that no documents received by the Assessor(s) shall be compelled             


to be produced in any civil or criminal proceeding, administrative proceeding, grievance            


or arbitration where the documents or information therein relate, directly or indirectly, to             


information sought by the Assessor(s) by reason of the Settlement or the settlement             


claims process. 


3.05 Merlo  Action and  Davidson  Action  


Upon approval of the settlement by the Federal Court the Plaintiffs will discontinue their              


actions in the Supreme Court of British Columbia and in the Ontario Superior Court of Justice,                


namely Merlo v. Attorney General of Canada , Supreme Court of British Columbia Action No.              


S-122255, and Davidson v. Attorney General of Canada , Ontario Superior Court of Justice             


Action No. CV-15-52473600CP. 


3.06 Court Materials 


The Parties agree to exchange materials for review and comment prior to filing such              


materials with the Court.  


3.07 Time of Filing Court Materials 


The Parties agree that no Court materials relating to this Class Action and this Agreement 


will be filed with the Federal Court until a date and place for filing is expressly agreed to by the 


Parties. 


ARTICLE 4 – NOTICE 


4.01 Notice 


1) Canada agrees to pay the reasonable costs of any notices to the class which may be                


ordered by the Court. 
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2) Subject to the approval of the Court, notice to the class shall be implemented as set out in                  


the Notice Plan attached as Schedule A to this Agreement. 


ARTICLE 5 – OPT OUT PERIOD 


5.01 Opt Out Period 


There will be an Opt Out period of 60 days following the first publication of the Notice                 


of Certification and Settlement Approval Hearing. 


5.02 Opt Out Threshold 


In the event that the number of eligible Claimants opting out or deemed to have opted out                 


under the Certification Order exceeds fifty (50), this Agreement will be rendered void and the               


Certification Order set aside in its entirety subject only to the right of Canada, in its sole                 


discretion, to waive compliance with this Section of the Agreement. Canada has the right to               


waive compliance with this Section of the Agreement until thirty (30) days after the end of the                 


Opt Out Period. 


5.03 Opt Out 


Any Class Member may opt out of this Agreement by delivering to Class Counsel an               


executed Opt Out Form, attached as Schedule H to this Agreement, within the Opt Out Period. 


5.04 List of Opt Outs 


Class Counsel shall promptly provide to the Defendant and to the Assessor, after the              


expiry of the Opt Out Period, copies of all Opt Out Forms received by Class Counsel. 


ARTICLE 6 -  THE ASSESSOR 


6.01 Appointment of Assessor 
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Subject to the approval of the Court and as agreed upon by the Parties, the Honourable                


Michel Bastarache, C.C., Q.C. will be appointed the Assessor to administer the Claims Process              


and to assess the Claims made by Class Members for compensation, with such powers, rights,               


duties and responsibilities as agreed to by the Parties and approved by the Court. The Assessor is                 


not an agent, servant, or employee of Canada or a government institution for the purposes of the                 


Access to Information Act , R.S.C., 1985, c. A-1, the Privacy Act , R.S.C., 1985, c. P-21 and the                 


Library and Archives of Canada Act , S.C. 2004, c. 11, and acts solely on his own behalf as                  


agreed to jointly by the Parties in the Agreement and authorized by the Court in the Approval                 


Order.  


6.02 Alternative Assessor 


If the Honourable Michel Bastarache, C.C., Q.C. is unable or unwilling to act, the              


Parties will agree upon another person who is a retired jurist and seek the Court’s approval. 


6.03 Additional Assessors 


The Parties and the Assessor may jointly agree to retain one or more additional Assessors               


to provide for the timely assessment of Claims and if so, to jointly seek the approval of the                  


Court. The additional Assessors are not agents, servants, or employees of Canada or a              


government institution for the purposes of the Access to Information Act , R.S.C., 1985, c. A-1,               


the Privacy Act , R.S.C., 1985, c. P-21 and the Library and Archives of Canada Act , S.C. 2004, c.                  


11 and act solely on their own behalf as agreed to jointly by the Parties in the Agreement and                   


authorized by the Court in the Approval Order. 


6.04 Assessor’s Duties 


Subject to obtaining the approval of the Court, the Assessor’s duties and responsibilities             


will include: 


(a) establishing and staffing an Office of the Assessor; 
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(b) implementing the Notice Plan approved by the Court; 


(c) retaining an experienced claims administrator to assist with notice and other           


administrative functions as required; 


(d) developing a Claim Form for compensating Class Members; 


(e) developing, installing and implementing systems and procedures for receiving,         


processing, evaluating and making decisions respecting Claims including making all          


necessary inquiries to obtain information and documents (including consulting medical          


personnel) to determine the validity of any Claim; 


(f) receiving and responding to all inquiries and correspondence respecting Claims,          


supplying Claim Forms, reviewing and evaluating all Claims, and rendering decisions in            


respect of Claims;  


(g) receiving compensation payments on behalf of the Class Members from the RCMP IN             


TRUST and forwarding the compensation to the eligible Claimant within a reasonable            


period of time; 


(h) keeping or causing to be kept accurate accounts of activities, preparing such financial             


statements, reports and records for administrative and fiscal purposes as are determined            


by Canada; and 


(i) drafting a report that will provide an overview of the Assessor’s observations and             


recommendations stemming from his work in assessing Claims. 


6.05 Decisions of the Assessor 


The Assessor will render a Decision in respect of a Claim to a Claimant promptly after                


the decision is made in accordance with paragraph 33 of Schedule B to this Agreement. A                


Decision of the Assessor in respect of a Claim will, subject to the limited right of a Claimant                  
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assessed at Level 2 to request a reconsideration as set out in the Claims Process in Schedule B of                   


this Agreement, be final and binding upon the Claimant. For further clarity, there is no right of                 


appeal or judicial review from any Decision of the Assessor. 


6.06 Fees 


The fees, disbursements and other costs of the Assessor, including the Office of the              


Assessor will be paid by Canada. 


ARTICLE 7 –CLAIMS PROCESS 


7.01 Objective 


The objective of the Claims Process is to provide just compensation for meritorious             


Claims in a process that is both sensitive to and supportive of Primary Class Members in                


bringing issues forward and at the same time ensures that Claims are properly, fairly and               


expeditiously assessed on the basis of adequate and sufficient validation which is proportionate             


to the severity of the injuries alleged.  


 


7.02 Establishment of the Claims Process 


A Claims Process will be established as set out in Schedule B of this Agreement. The                


Assessor will assess each Claim and render a decision in accordance with Schedule B.  


7.03 Claims Process 


1) A Class Member making a Claim will complete a Claim Form identifying herself by              


name and setting out in detail the particulars of the harassment complained of (including events,               


actors, location, time frame) and of the alleged injury and damage (collectively referred to as               


“injury”) caused.  
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2) The Claimant will send the Claim Form to the Office of the Assessor and, at the same                 


time or within the time allotted in Schedule B, will provide all relevant supporting              


documentation in her possession or control, including medical records and reports. The Claimant             


will also provide consent to the release of documents in the possession of the RCMP, medical                


practitioners, hospitals and government health authorities, and other third parties if consent is             


required. Relevant documents and information include:  


(a) the particulars of the occurrences of harassment (including where, when and who was             


involved), any reports made by the Claimant at the time, and resulting actions and results; 


(b) names and contact information of any witness to the harassment; 


(c) evidence of injuries sustained as a result of the alleged harassment, including but not              


limited to physical and psychological medical records, and provincial healthcare print           


outs (e.g. OHIP, Pharmanet, or other provincial equivalent), whether in the possession of             


the RCMP or the Claimant’s healthcare providers; 


(d) the Claimant’s personnel file and any other file in the possession of the RCMP which               


may be relevant to the Claimant’s career progression (i.e. training, assignments, job            


competitions); any conduct, complaint or grievance file in relation to the matters in             


question in the possession of the RCMP; and  


(e) any information or documents relevant to the Claimant’s attempts to mitigate her injury             


or loss. 


7.04 Denial of Claim if Prior Compensation Received  


The Assessor will deny a Claim upon determining that a previous civil claim,             


grievance or harassment complaint for compensation for harassment, including a complaint to            


the Canadian Human Rights Tribunal, made by a Claimant with respect to the same event(s) and                
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injury(ies) as claimed in the Claim Form has been resolved. This determination will be made in                


accordance with Appendix 5 to Schedule B of this Agreement. 


7.05 Claim Deadline 


1) Applications to the Claims Process will not be accepted prior to the Implementation Date              


or after the Claim Deadline, subject to an extension being granted in exceptional circumstances              


in accordance with Schedule B. 


2) The Assessor may grant to individual claimants an extension of the Claim Deadline in              


exceptional circumstances. A Primary Class Member may make a Request for Deadline            


Extension to the Assessor within 100 days after the expiration of the Claim Deadline for a                


deadline extension based on exceptional circumstances provided the Claimant includes with the            


request  


(a) a Request for Deadline Extension Form in Appendix 3 to Schedule B of this Agreement; 


(b) reasons for the request that demonstrate exceptional circumstances; 


(c) a completed Claim Form; and 


(d) supporting documentation as set out in Schedule B of this Agreement; 


3) Where an eligible Claimant does not submit a claim in the prescribed form and in               


accordance with this Agreement  that Claimant will not be admitted to the process and any such                


entitlement to make a claim for compensation will be forever extinguished.  


4) All Claims which have been submitted prior to the Claim Deadline or further to an               


extension granted in accordance with this Agreement shall be processed in accordance with             


Schedule B of this Agreement. 


5) No person may submit more than one Claim Form on her own behalf. 


22 


 


BROKEN DREAMS BROKEN LIVES 128







APPENDIX 1


SUBJECT TO APPROVAL BY THE FEDERAL COURT 


ARTICLE 8 – PAYMENT OF COMPENSATION 


8.01 Payment of Compensation 


Payment of compensation will be made in accordance with the applicable legislation and             


government directives and policies. In accordance with Schedule B of this Agreement, funds for              


the payment of compensation will be provided to the Office of the Assessor by the RCMP IN                 


TRUST within 7 business days of receipt by the RCMP of the documentation from the Assessor                


requesting funds for payment of compensation, unless exceptional circumstances necessitate an           


additional period of time in which case the RCMP shall make best efforts to pay compensation                


expeditiously within such extended periods. The Assessor will make payment to the Claimant             


within 60 days of the date on which a Decision is rendered by him in respect of a Claimant, in                    


accordance with Schedule B of this Agreement. 


8.02 Other Government Benefits  


1) There will be no amounts deducted from the compensation awarded to a Claimant under              


this settlement agreement in relation to any benefits paid or payable under the federal Pension               


Act , R.S.C. 1985, c. P-6 (“Pension Act ”). Nothing in this Agreement prevents government             


officials who adjudicate or administer pensions under the Pension Act from making pension             


adjustments in accordance with the applicable legislation. 


2) For the purposes of this Settlement, the defendant will not seek a stay under section 111                


of the Pension Act  in relation to any of the Class Members’ Claims. 


ARTICLE 9 – PROVINCIAL HEALTH INSURERS 


9.01 Subrogated and Direct Claims for Recovery 


Counsel for the Plaintiffs will contact provincial and territorial health insurers to            


determine if they will be pursuing a health care cost recovery claim for this action, and if so, the                   
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nature of their Claim. Counsel for the British Columbia Ministry of Health has advised that               


British Columbia will not pursue a health care recovery claim for this action. 


 


ARTICLE 10 – RELEASES 


10.01 Releases 


The Approval Order will declare that:  


(a) upon the Approval Date, the Releasees are forever and absolutely released separately and             


severally by the Class Members from the Released Claims; and 


(b) the Class Members are barred from making any claim or taking or continuing any              


proceedings arising out of or relating to the Released Claims against any Releasee or              


other person, corporation or entity that might claim damages and/or contribution and            


indemnity and/or other relief under the provisions of the Negligence Act , R.S.O., 1990, c.              


N-3, or its counterparts in other jurisdictions, the Police Act , RSBC 1996, Chapter 367 or,               


its counterpart in other jurisdictions, the common law, Quebec civil law or any statutory              


liability for any relief whatsoever, including relief of a monetary, declaratory, or            


injunctive nature, from the Releasees.  


10.02 Cessation of Litigation 


1) The Parties will cooperate to obtain approval of this Agreement and to facilitate general              


participation by Primary Class Members in the Claims Process. 


2) On the Approval Date, Class Counsel will undertake to refrain at any time from              


commencing or assisting or advising on the commencement or continuation of any action or              


proceeding against the Releasees in any way relating to or arising from any and all claims                


asserted in the Merlo and Davidson actions. Nothing in this Agreement prevents Class Counsel              
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from assisting with the administration of the Agreement, informing Class Members of the             


provisions of the Agreement, assisting Class Members with their Claims under the Agreement,             


or advising Class Members to obtain independent legal advice before deciding whether to opt              


out. 


10.03 Consent to Dismissal 


Each Class Member who has commenced any action or proceeding relating to the same              


matters asserted in the Class Action must consent to a dismissal of such action or proceeding                


against the Releasees without costs before receiving any payment under the Claims Process. 


ARTICLE 11 – CLASS COUNSEL FEES AND DISBURSEMENTS 


11.01 Legal Fees  


Canada will pay $12,000,000.00 (twelve million dollars) plus applicable PST, GST and            


HST to Class Counsel as a contribution toward Class Counsel fees.  


11.02 Payment of Legal fees 


Payment shall be made to Class Counsel within 30 days following the Approval Date.              


The sum of $6 million plus applicable sales taxes will be paid to each of Klein Lawyers LLP and                   


Kim Orr Barristers P.C. 


11.03 Disbursements 


Canada will pay reasonable disbursements to Class Counsel as agreed or assessed by the              


Court. Class Counsel shall submit itemized Lists of Disbursements together with receipts or             


other supporting documentation satisfactory to Canada as soon as possible and at least 1 (one)               


month prior to the settlement approval hearing.  


11.04 Claimant Expenses 
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Canada will re-imburse a Claimant for out-of-pocket expenses incurred to obtain           


documentary evidence in support of her Claim and for travel of more than 50 kilometers from                


her residence if required by the Assessor to attend a personal interview with the Assessor, in                


accordance with National Joint Council Travel Directive. 


ARTICLE 12 – CHANGE INITIATIVES 


12.01 Implementation of Change Initiatives  


The Parties acknowledge that the RCMP has implemented or is in the process of 


implementing many change initiatives, including those set out in Schedule E of this Agreement. 


The RCMP agrees to make efforts to implement these change initiatives as soon as practicable, 


and in any event by December 31, 2017. 


 


12.02 Apology 


Without constituting an express or implied admission of fault or liability, the            


Commissioner of the RCMP will provide the Class Members with an apology, as defined in the                


Apology Act , SO 2009, c 3, at a time to be agreed upon by the parties, regarding Harassment in                   


the RCMP. Such apology will not be admissible in any civil or criminal proceeding,              


administrative proceeding or arbitration as evidence of the fault or liability of any person in               


connection with that matter.  


12.03 No Retaliation 


The RCMP shall issue a directive substantively as set out in Schedule G, that there is to                 


be no retaliation for making a Claim under this settlement. 


ARTICLE 13 – SCHOLARSHIP FUND 
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13.01 Establishment of Scholarship Fund by RCMP 


The RCMP will establish a scholarship fund, details of which will be at its discretion,               


with the objective of recognizing outstanding work in the area of anti-Harassment and the              


promotion of anti-Harassment principles. 


ARTICLE 14 – CONFIDENTIALITY 


14.01 Confidentiality 


Any information provided, created or obtained in the settlement and Claims Process,            


whether written or oral, will be confidential by the Parties and their counsel, all Claimants, the                


Assessor(s) and the Designated Contact, except where provided by law, and will not be used for                


any purpose other than the settlement and Claims Process unless otherwise agreed by the Parties. 


14.02 Destruction of Class Member Information and Records 


Subject to the requirements of law, within six months of the completion of all Claimant               


assessments and payments through the Claims Process, the Office of the Assessor will destroy all               


Class Member information and documentation in its possession. 


14.03 Confidentiality of Negotiations 


Save as otherwise required by law, the undertaking of confidentiality as to the discussions              


and all communications, whether written or oral, made in and surrounding the negotiations             


leading to the Agreement in Principle and this Agreement continues in force. 


14.04 The Assessor(s) shall not give evidence of the fault or liability of any person in               


connection with this matter in any civil or criminal proceeding, administrative proceeding or             


arbitration.  


ARTICLE 15 – COMMUNICATIONS 
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15.01 Public Communications 


Save as otherwise required by law, the Parties will not engage in any media or public                


communications or disclosure of or about this Agreement until a date agreed to in writing by the                 


Parties.  


15.02 Joint Public Announcement 


At the time agreed upon, the Parties will make a joint public announcement of this               


Agreement in accordance with the Joint Communication Plan in Schedule F of this Agreement. 


ARTICLE 16– CONDITIONS, AMENDMENT AND TERMINATION 


16.01 Agreement is Conditional 


This Agreement will not be effective unless and until it is approved by the Federal Court,                


and if such approval is not granted by the Federal Court on substantially the same terms and                 


conditions contemplated in this Agreement, this Agreement will thereupon be terminated and            


none of the Parties will be liable to any of the other Parties hereunder.  


16.02 Amendments 


Except as expressly provided in this Agreement, no amendment or supplement may be             


made to the provisions of this Agreement and no restatement of this Agreement may be made                


unless agreed to by the Parties in writing and any such amendment, supplement or restatement is                


approved by the Courts without any material differences. 


16.03 Termination of Agreement  


This Agreement will continue in full force and effect until all obligations under this              


Agreement are fulfilled. 


ARTICLE 17 - GENERAL 
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17.01 Entire Agreement  


This Agreement, including all recitals, and Schedules and Appendices, constitutes the           


entire agreement between the Parties with respect to the subject matter herein and cancels and               


supersedes any prior or other understandings and agreements between the Parties with respect             


thereto. There are no representations, warranties, terms, conditions, undertakings, covenants or           


collateral agreements, express, implied or statutory between the Parties with respect to the             


subject matter hereof other than as expressly set forth or referred to in this Agreement. 


17.02 Applicable Law 


This Agreement will be governed by the laws of Canada and, where silent, the laws of                


Ontario. 


17.03 Counterparts  


This Agreement may be executed in any number of counterparts, each of which will be               


deemed to be an original and all of which taken together will be deemed to constitute one and the                   


same Agreement. 


17.04 Official Languages  


Canada will prepare a French translation of this Agreement. Prior to the Implementation             


Date, Canada will pay the costs of the preparation of an authoritative French version of this                


Agreement and such cost shall include costs of review by a designate of the Parties. The                


authoritative French version shall be executed by the same Parties who executed this Agreement              


and, once executed, the English and French language versions shall be of equal weight and force                


at law. 


17.05 No assignment 
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Except as directed by court order, no amount payable under this Agreement can be              


assigned, and such assignment is null and void. 


 


IN WITNESS WHEREOF  the Parties have executed this Agreement this day of   


, 2016.  


 
 
____________________________         _______________________________  
David A. Klein,  Mitchell Taylor, Q.C.,  
Counsel for the Plaintiff,  Counsel for the Defendant the 
Janet Merlo Attorney General of Canada  
  
  
 
 
 
___________________________         _______________________________  
Won J. Kim,  Gina M. Scarcella, 
Counsel for the Plaintiff,  Counsel for the Defendant the 
Linda Gillis Davidson Attorney General of Canada  
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STATEMENT OF APOLOGY  
TO WOMEN IN THE RCMP AND 
ANNOUNCEMENT OF SETTLEMENT


REGULAR MEMBERS, CIVILIAN MEMBERS AND PUBLIC SERVICE EMPLOYEES  
WHO EXPERIENCED GENDER AND SEXUAL ORIENTATION-BASED DISCRIMINATION, 
BULLYING AND HARASSMENT IN THE RCMP


Good morning. 


Forty-two years ago, almost to the day, women joined the RCMP as full-fledged police officers for 
the very first time. It was an historic moment for a national police force whose history is so rich and so 
intertwined with this incredible country.


The new recruits were very publicly sworn-in by the highest ranking officers in an effort to demonstrate 
that these pioneering and courageous women would be supported and helped into what would be a 
very challenging role.


Throughout my thirty-one years of policing, I have found that people seek out and join the RCMP as 
police officers, civilian members, and public servants, because fundamentally it is noble work in the 
service of Canadians. People come to work here – to play a role – a key and unique role – in keeping 
Canada and Canadians safe and secure.


The RCMP has always sought to fulfill its mandate…perform our duties without fear, favour or affection. 
There is honour in that, and that attracts the best people from across the varied and diverse population, 
which is Canada.


If you’ve ever been to Depot, you’ll know the tremendous pride, hope and excitement in the cadets who 
graduate in their Stetsons, high browns and red serge as they head off to every corner of this country 
to their new duties…without fear, favour or affection. The last thing, the very last thing, any of them would 
ever expect from this honourable Canadian institution is that their ability to contribute to our crucial 
mission would be constrained, impeded, defined or even affected by their gender.


No, they rightfully and quite reasonably expect to be developed, supported, encouraged, enabled and 
protected as they are deployed to the dangerous and challenging work that is policing. They expect to 
be treated and judged on their dedication, courage, competence and performance.


This has not been the experience for many of the women who have come to the RCMP since that 
hopeful day forty-two years ago. Instead of succeeding and thriving in a supportive and inclusive 
workplace, many women have suffered careers scarred by gender and sexual discrimination, bullying 
and harassment.


Some of these women left the RCMP, heartbroken, disillusioned and angry. Others stayed and were 
forced to find ways to cope with this inexcusable condition since they did not see an organization that 
was willing to change.
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Still others courageously tried to make themselves heard by management only to find they were denied 
movement and opportunity or judged adversely and punished within the RCMP for their efforts.


The impact this has had on those who have experienced this shameful conduct cannot – must not – be 
solely understood as an adverse workplace condition for which they must be compensated. For many 
of our women this harassment has hurt them mentally and physically. It is has destroyed relationships 
and marriages, and even whole families have suffered as a result. Their very lives have been affected.


Harassment and the lack of effective systems and processes to have prevented it and eliminated it from 
our workplace is absolutely at odds with what the RCMP is supposed to be. It is at odds with what we 
all need the RCMP to be.


To the representative plaintiffs here today: Janet Merlo who has so courageously taken the lead to 
represent so many women who have been adversely affected and to Linda Davidson and all the women 
you represent:


Indeed to all the women who have been impacted by the Force’s failure to have protected your 
experience at work, and on behalf of every leader, supervisor or manager, every Commissioner: I stand 
humbly before you and solemnly offer our sincere apology.


You came to the RCMP wanting to personally contribute to your community and we failed you. We hurt 
you. For that, I am truly sorry. You can now take some comfort in knowing that you have made a difference. 
Because of you, your courage and your refusal to be silenced, the RCMP will never be the same.


I must also apologize to all Canadians. I know how disappointed you’ve been with the Force as you heard 
some of these very public and shameful examples of disgraceful conduct within our ranks.


Since being appointed Commissioner, indeed as I became Commissioner, as I stood in the foyer of our 
Parliament to be announced and introduced, I was enveloped in the swirl of outrage over some, then, 
very public failures to have protected our employees and to have eliminated the behaviours which were 
giving rise to the deep disappointment Canadians were registering with the Force. I remember clinging 
to my firm belief that improved leadership and enhanced accountability were central pillars to what had 
to be significant change in the Force.


The announcement that brings us all here today is another huge step in the ongoing work which is the 
cultural transformation of the RCMP. Today, we’ve jointly filed a settlement agreement in two class action 
law suits on behalf of female current and former regular, civilian and public service employees. This 
settlement, which is still subject to approval by the Federal Court, broadly sets out two main elements:


Firstly, continued organizational change elements, which include new initiatives and a commitment 
to forge ahead with those we have already started; and, secondly, an independent claims process 
and compensation scheme for all the women who experienced gender and sexual orientation-based 
discrimination, bullying and harassment in the RCMP from September 16, 1974 to the date the agreement 
receives court approval.


The claims and compensation will be managed independently by Justice Bastarache and his team. 
 I know I can speak on behalf of the plaintiffs and the RCMP to say how grateful and fortunate we are 
to have secured his help.


As I’ve indicated the agreement must be approved by the court and so it would be premature to discuss 
the terms of the agreement in any detail.
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Permit me to take a moment, however, to thank those who have worked so tirelessly for so long to get us 
to this point: Of course the plaintiffs Janet Merlo and Linda Davidson and all the women you represent. 
Counsel for the plaintiffs David Klein, Won Kim and Sandy Zaitzeff. Our litigators from the Department 
of Justice, Mitch Taylor in Vancouver and Gina Scarcella in Toronto. Liliana Longo from RCMP Legal 
Services and all of the people from the RCMP and the various government departments who have 
helped us bring this agreement together.


Ministers Goodale and Mihychuk, thank you and thanks to the Government of Canada for the forbearance, 
confidence and support in helping make this right for so many people who have served in the RCMP. This 
agreement is a further commitment from the RCMP to keep building on its efforts to eliminate gender 
discrimination and harassment.


The harassment problem in the RCMP was enabled by an organizational culture that developed over 
time in isolation from the values of the communities we serve. Effective accountability and enlightened 
leadership have been instrumental in bringing us back alongside with modernity.


This agreement demonstrates an RCMP that is accountable to its employees and its citizens. The terms 
of this agreement will require enlightened leaders at all levels of this organization to make good on our 
promise of culturally transforming the RCMP so that every employee of this great Force can contribute 
fairly, equitably and safely to our mission of keeping Canadians and Canada safe and secure.


Bob Paulson
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CONFIDENTIALITY AND PROTECTION 
OF CLAIMANTS IS PARAMOUNT


I have heard that many current regular and civilian members of the RCMP, and current Public Service 
employees, are concerned that if they submit a claim to me, under the Merlo Davidson Settlement 
Agreement Assessment process, I will launch an investigation into the incidents described in the claim. 
They are concerned that such an investigation will result in a breach of confidentiality and that they will 
be identified as claimants.


While the Settlement Agreement allows me to request information, if necessary, to properly assess a 
claim, I will not do so without informing the claimant and giving her the opportunity to provide me with 
the missing information, or choose to have me evaluate her claim without the information. I will also not 
contact individuals named in a claim as perpetrators or identified as witnesses.


If, after consulting with the claimant, I make a request for information to the RCMP, the Settlement 
Agreement sets out a process that is designed to protect the claimant’s confidentiality.


Rest assured that my mandate under the Settlement Agreement is not investigative nor is the Assessment 
process adversarial. I will evaluate claims on the information I receive from the claimant, which may 
include an interview, where warranted. I will evaluate claims in accordance with the Claims Process 
agreed to by the parties to the Settlement Agreement.


Confidentiality, privacy, and protection of the claimant are essential to the success of the claims process. 
These principles were, and remain, at the forefront of my mind in the design and implementation of the 
Assessment process.


Michel Bastarache, Independent Assessor
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PRIOR LITIGATION  
AND REPORTS


Nearly a half-century of litigation: 1980s-2010s 


Some women began using the courts to obtain redress as early as the 1980s, but the total number of 
cases litigated since women joined the RCMP in 1974 is difficult to estimate. 


Indeed, the full financial and institutional costs incurred by the RCMP defending sexual harassment 
claims from female employees is unknown. The report by then Auditor General Sheila Fraser cited that 
as of February 1, 2017 there were 85 civil actions against the RCMP by former employees (both male 
and female) and half of those involved allegations of harassment.1


What follows is a summary of the efforts by some of the women to hold the RCMP accountable for the 
harassment and discrimination they faced due to their sex and/or sexual orientation while employed in 
that institution. 


The problems facing women in the RCMP were known to the force and to the government decades 
before Janet Merlo or Linda Davidson came forward. 


Clark v Canada


More than two decades before the Merlo Davidson Settlement Agreement was announced, Constable 
Alice Clark successfully sued the RCMP with respect to gender-based discrimination and harassment 
experienced during her posting to Red Deer from 1981 to 1987. 


Constable Clark was one of four women posted to the Red Deer detachment, and the only woman on 
her watch. Her supervisors singled her out for criticism and her colleagues treated with hostility. Her 
sergeant told her that she should go home and start a family. Her Inspector called her “deary”. She was 
grabbed and kissed by a colleague, was exposed to pornography on repeated occasions while working 
at the detachment, and on one occasion arrived at her workstation to find plastic breasts taped to it 
with her regimental number and “RCMP GIRL” written on them. Constable Clark complained of this and 
other behaviour to her superior and received no assistance. She ultimately resigned from the Force in 
1987, after only seven years as a member.


Constable Clark filed a lawsuit against the RCMP in 1989 and, in 1994, following a five-day trial, was 
awarded $93,000 in damages ($88,000 for lost wages following her resignation and $5,000 for pain 
and suffering).2 Constable Clark’s case spurred its own media interest (Maclean’s magazine published a 
lengthy article on the subject in April 1995);3 however, it would take many more cases of such conduct 
coming to light to spur any real movement within the Force or among the general public. 


1. Sheila Fraser, Review of four cases of civil litigation against the RCMP on Workplace Harassment (Ottawa: Ministry of Public 
Safety, 2017) at 6, FN 1, online: <https://www.publicsafety.gc.ca/cnt/rsrcs/pblctns/rcmp-wrkplc-hrssmnt-css/rcmp-wrkplc-
hrssmnt-css-en.pdf>. 


2. Clark v Canada (1994), 76 F.T.R. 241 (FC) (Federal Court File No. T-648-89) (available on CanLII).


3. Rae Corelli, “Aiming for respect : Policewomen fight to end sexual harassment on the job”, Maclean’s (10 April 1995) online : 
MacLeans https://archive.macleans.ca/article/1995/4/10/aiming-for-respect#!&pid=46 
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Petrovics v Canada; Cook v Canada.4


Lidia Petrovics and Cheryl Cook were civilian members of the RCMP who alleged that their direct 
supervisor, Clive Cannon, then an RCMP sergeant, sexually harassed them in the mid-1990s.5  
He commented on their bodies, touched them in a sexual manner, simulated masturbation, and asked 
or suggested sexual favours from them.6 The plaintiffs also alleged that he threatened them with their 
jobs if they refused to comply. 


The Crown unsuccessfully moved to strike the pleadings saying the plaintiffs based their claim on a 
non-existent tort of sexual harassment.7 Pointing to numerous other causes of action in the pleadings, 
the Court denied the motion.8 


Carlé et al v Canada


In 2003, Constable Krista Carlé and Corporal Victoria Cliffe, alongside two unnamed female members, 
filed a lawsuit to address sexual assault and harassment committed by Sergeant Robert Blundell. The 
suit alleged that Sergeant Blundell sexually assaulted and harassed them in the course of undercover 
operations. Constable Carlé and Corporal Cliffe’s claim also generated media attention at the time, and 
an official response from the RCMP, which instituted a one-day anti-discrimination and anti-harassment 
training course. Sergeant Blundell was given a reprimand and lost one vacation day.9 


Constable Carlé became a major public presence following the intense media attention that arose in 
the early 2010s regarding the issue of gender-based harassment and discrimination within the RCMP 
(addressed below). 


Sulz v Canada


Constable Nancy Sulz joined the RCMP in 1988 and was a member for nine years, posted to the Merritt 
Detachment, in British Columbia. Like many women in the RCMP who also became mothers during their 
service, she faced harassment and discrimination arising both when she requested pregnancy-related 
accommodations to her regular duties and during a maternity leave. Constable Sulz reached out to her 
divisional representative and the ensuing RCMP investigation concluded that she had been harassed. 
However, as a result of these events, she was afflicted with major depressive disorder, and accepted a 
medical discharge in 2000. In 1997 she brought an action seeking damages for her treatment.


In 2006, the Supreme Court of British Columbia awarded Constable Sulz $950,000 in damages 
($225,000 with respect to past lost wages, $600,000 for future wage loss, and $125,000 for general 
damages). Canada’s appeal from this judgment was dismissed the same year.10 Constable Sulz’s claim 
also generated some media attention at the time.11 


4. Petrovics v Canada, New Brunswick Court of Queen’s Bench File No. F/C/751/97 (District of Fredericton); Cook v Canada, 
New Brunswick Court of Queen’s Bench File No. F/C/751/97 (District of Fredericton). Motion to strike dismissed in:  
Petrovics v Canada; Cook v Canada (1999), 209 NBR (2d) 237 (QB); aff’d 210 NBR (2d) 109 (CA).


5. Amended Statement of Claim described in decision on Crown’s motion to strike (denied): Petrovics v Canada et al,  
(1990) 209 N.B. R. (2d) 237 (available on CanLII). 


6. Ibid., at 243-246. 


7. Ibid. at 240 – 241. 


8. Ibid. 


9. Joe Friesen and Andy Hoffman, “RCMP settles sex-assault allegations”, The Globe and Mail (4 August 2004).


10. Sulz v Canada, 2006 BCSC 99, appeal dismissed 2006 BCCA 582.


11. Canadian Press, “Former RCMP constable wins harassment suit”, The Globe and Mail (24 January 2006).
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Galliford v Canada et al


On May 9, 2012, Corporal Catherine Galliford filed a Notice of Civil Claim in the Supreme Court of 
British Columbia.12 Corporal Galliford was a RCMP member with sixteen years of service. She had been 
posted to Alberta and British Columbia, and had considerable public recognition as the Media Relations 
Officer for the Air India Task Force and the Missing Women’s Task Force (Pickton investigation). Corporal 
Galliford’s claim contained allegations, such as:


• Sexual harassment and sexual assault at Depot; 
• Being stalked by a colleague; 
• Sexual advances and sexual assault from a superior with on RCMP-related travel;
• Colleagues displaying pornography on the walls of a detachment office; and
• Sexist and sexual remarks from superiors and colleagues.


Corporal Galliford’s claim also detailed the devastating impact that this harassment had on her, including 
panic attacks and vomiting at work, hair loss, weight loss, alcohol abuse, and an ultimate diagnosis of 
post-traumatic stress disorder. 


Corporal Galliford’s claim was scheduled to go to trial in 2017 but settled in May 2016 for an undisclosed 
amount.


Gastaldo v Canada et al; Katz v Canada et al; Couture v Canada et al; O’Farrell v Canada


Corporal Galliford’s civil claim was not the only one filed against the RCMP in the early 2010s. Numerous 
other civil proceedings were filed in the Supreme Court of British Columbia by:


• Constable Susan Gastaldo (August 2011);13 
• Corporal Elisabeth Couture (December 2011);14 
• Constable Karen Katz (January and July 2012);15


• Ms. Atoya Montague (August 2013).16 


In 2013, Staff Sergeant Caroline O’Farrell brought a claim before the Ontario Superior Court of Justice, 
with respect to several incidents of assault, sexual assault, and other forms of harassment she alleged 
occurred in 1986-1987 during her time with the RCMP musical ride. After several attempts to have this 
suit dismissed on procedural grounds, the RCMP and Staff Sergeant O’Farrell reached a confidential 
settlement in 2017.17 


12. Catherine Galliford v Marvin Wawia, Mike Bergerman, Doug Henderson, Phil Little, Dr. Ian MacDonald, Canada  
(Attorney General) and British Columbia (Minister of Justice), Supreme Court of British Columbia File No. S-123330 
(Vancouver Registry).


13. Gastaldo v Canada, Supreme Court of British Columbia File No. S115714 (Vancouver Registry).]


14. Couture v Canada, Supreme Court of British Columbia File No. S118171 (Vancouver Registry).


15. Katz v Canada, Supreme Court of British Columbia File No. S120006 (Vancouver Registry); Katz v Canada, Supreme Court  
of British Columbia File No. S124793 (Vancouver Registry).


16. Montague v Shields, Supreme Court of British Columbia File No. S135796 (Vancouver Registry).


17. O’Farrell v Canada, 2013 ONSC 6987; O’Farrell v Canada, 2016 ONSC 6342; O’Farrell v Canada, 2017 ONSC 931; Andrew 
Seymour, “RCMP officer who alleged she was dragged through horse manure settles lawsuit”, Ottawa Citizen (6 April 2017).
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Costs of litigation


The costs of defending sexual harassment and gender based discrimination litigation mounted. Former 
Auditor General Sheila Fraser found serious deficiencies with the internal grievance process contributed 
to members’ decisions to pursue redress external to the force.18 


Prior Reports: What does the RCMP know about gender-based harassment and discrimination? 


Since 2007, there have been more than a dozen reports about the RCMP workplace, internal and 
external, that have highlighted workplace issues and at least in part attempted to address workplace 
harassment. Numerous Recommendations have been made to RCMP management and although a 
number of these have been accepted and implemented, 


Despite the implementation of these Recommendations, I received claims referencing sexual harassment 
and assaults occurring as late as May 2017. The claimants I interviewed left me with the impression that 
the implementation of these Recommendations was not effective or meaningful. 


What follows is a brief summary of the reports and findings that are particularly relevant to the Merlo 
Davidson Settlement Agreement. 


A Matter of Trust: Report of the Independent Investigator into Matters Relating to RCMP Pension 
and Insurance Plans, 2007


In 2007, the federal government appointed David Brown to investigate reports of mismanagement of 
RCMP administration of the pension and insurance plans.19 Those reports included: nepotism in staffing 
functions, inappropriate use of pension and insurance funds for unrelated administrative purposes, and 
contract splitting with service provides to the funds.20 


Brown found that management breached the trust of its current and retired members. Some of the 
concerning features he observed of the RCMP culture included: 


• The RCMP management was motivated not to expose weaknesses in the RCMP;


• The RCMP targeted employees who spoke up with demotions, false accusations, and harassment 
regarding health issues; and


• The lack of sophisticated communications policy allowed rumour and speculation to grow, 
contributing greatly to the culture of cynicism and mistrust of management.21 


He recommended that a Task Force review the governance structure and culture of the RCMP and make 
Recommendations within 6 months (by December 2007).


18. Fraser, supra note 1.


19. David Brown, A Matter of Trust: Report of the Independent Investigator into Matters Relating to RCMP Pension and Insurance 
Plans (Ottawa: Government of Canada, Office of the Independent Investigator into RCMP Pension and Insurance Plans, 
2007), Appendix 2 Terms of Reference, online: https://www.publicsafety.gc.ca/lbrr/archives/cn4218-eng.pdf 


20. Ibid.


21. Ibid.
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In addition to identifying the RCMP’s management and cultural problems, Mr. Brown questioned whether 
the paramilitary management model was the best one for a modern policing undertaking.22 


At least one concern Mr. Brown had with that model is that the chain of command structure supports 
a problematic concentration of powers in the Commissioner and lacks meaningful accountability for 
the exercise of power.23 Such concentration of power would have serious implications on how the 
RCMP treats whistleblowers.24 Relatedly Mr. Brown also observed that the RCMP’s Code of Conduct 
procedures could be weaponized in “a war of personalities” and that these internal investigations offered 
no protection for whistleblowers.25 


The RCMP Yesterday, Today and Tomorrow: An Independent Report Concerning Workplace 
Issues at the Royal Canadian Mounted Police, 2007


The RCMP commissioned Professor Linda Duxbury to write a report on the RCMP work culture. Her 158 
page report summarizes the findings and results of previous studies completed 2001-2004 into the 
RCMP work culture; identifies existing issues; and provides strategic advice.26 


Prof. Duxbury offers 75 Recommendations for fundamental change.27 She concludes that the RCMP can 
only hope to implement future Recommendations if key decision-makers understand both the specific 
RCMP context within which changes are implemented and the critical success factors associated with 
the renewal of the RCMP.28 Prof. Duxbury identified that time, not the political will or leadership of a 
particular person or party, and resources are the keys to the success of any lasting changes.29 


The subject of her Recommendations range from management issues (tackling unsustainable workload 
issues immediately) to leadership renewal (offering early buy-outs to those who do not want or who 
cannot support reforms) and many human resource management issues in between.30


Neither her surveys nor her Recommendations were narrowed to discover the problem or causes of 
sexual harassment and discrimination. But her insights into the RCMP workplace culture are relevant. 
Prof. Duxbury described in detail the problems with promotion, leadership and how to foster a change-
ready organization. 


She emphasized that the RCMP would be extremely change resistant. This assessment is repeated 
in many of the reports to follow and forcefully echoed by the Civilian Complaints Review Commission 
in 2017. 


22. See Section 7.2 “Governance Issues,” ibid. at 39; And see Mr. Brown’s conclusion on the issue of governance alternatives, 
ibid. at 40: “l leave to others whether the traditional paramilitary model is the best governance model for a modern policing 
undertaking. I am confident in saying that this is not a governance model that investors in a $3 billion business would accept.”


23. See Section 7.3 “Tone at the Top,” ibid. at 41. 


24. See Section 7.4, “Whistleblowing,” ibid at 44. 


25. Ibid. at 46. 


26. Linda Duxbury, The RCMP Yesterday, Today, and Tomorrow: An Independent Report Concerning Workplace Issues  
at the Royal Canadian Mounted Police (2007).


27. Ibid. at 135-157 for key conclusions and Recommendations, and 146-157 for a list of all 75 Recommendations.


28. Ibid. at 16.


29. Ibid. at 139


30. See Section Nine: Conclusions and Recommendations, ibid. at 140.
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Rebuilding the Trust: Report of the Task Force On Governance  
And Cultural Change in the RCMP, 2007


As recommended by Mr. Brown in A Matter of Trust, the Government mandated a Task Force to study 
the RCMP to recommend changes to the organizational management and culture. The report from the 
Task Force included 49 Recommendations.31 


The Task Force recommended a new approach to the organization of the Force and its governance 
structure, specifically calling for a new independent body for complaints and oversight of the RCMP.32


In total, the Recommendations include changes to the relationship between the RCMP and the Government, 
to the roles and responsibilities of various parts of the Force. Some of those Recommendations are 
particularly relevant to the claims filed in the Merlo Davidson Settlement, addressing issues of recruitment, 
training, discipline, promotion and structural organization.33


To oversee the necessary reforms, the Task Force recommended the government set up the Reform 
Implementation Council.34 This body would assist the RCMP improve its management of human and 
financial resources, its development of future leaders, its communication (internal and external), and its 
accountability to the government.35 It would play an essential role in guiding change because the Task 
Force had concluded that “the RCMP in its current structure is not a change-ready organization.36 The 
government accepted that recommendation and enacted this Council in 2008. Between 2008-2010, 
the Council produced 5 reports offering an accounting of the challenges and successes. The Council’s 
final report is summarized below. 


From Reform to Continuous Improvement: The Future of the RCMP, 2010. 


The RCMP’s Reform Implementation Council’s final report is generally positive about the RCMP’s new 
measures for performance assessments (increasing focus on ethics, requiring input from subordinates 
for promotion) and its acceptance of external expertise in certain areas. But the authors stress that 
the RCMP continues to lack appropriate internal and external communications capacity, and that no 
progress has been made with respect to governance and management since the Council was enacted.37


The Council called for the urgent creation of the Board of Management that could continue to provide 
external advice and support to the RCMP executive and separate employer status for the police force.38 
That Board would eventually be established first as an interim measure in 2018 and made permanent in 
2019 by amendments to the RCMP Act.39 


31. Task Force on Governance and Cultural Change in the RCMP, Rebuilding The Trust (Ottawa: Government of Canada, 2007) 
[“The Brown Report”].


32. The Marin Commission 1976 recommended an external public complaints mechanism.


33. Supra, note 31. 


34. Ibid. at 47-48.


35. Ibid. at 48. 


36. Ibid. at 47. 


37. Reform Implementation Council, From Reform to Continuous Improvement: The Future of the RCMP (Ottawa: Government 
of Canada, RCMP Reform Implementation Council, 2010) online: https://www.publicsafety.gc.ca/lbrr/archives/
cn000038928660-eng.pdf 


38. Ibid. at 19.


39. See Interim Board of Management announcement from Public Safety Canada, “RCMP Interim Management Advisory 
Board members announced by Minister Goodale” (5 June 2019) online: <https://www.canada.ca/en/public-safety-canada/
news/2019/06/rcmp-interim-management-advisory-board-members-announced-by-minister-goodale.html>; And see 
legislative changes to the RCMP Act making that Board permanent: Canada, Bill C-97, Budget Implementation Act, 2019,  
No. 1, 1st Sess, 42nd Parl, 2019, cl 222 (assented to 21 June 2019). 
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Towards a Red Serge Revival, 2010


Also in 2010, responding to the ongoing crises involving the RCMP, six Liberal Senators published a 
position paper called “A Red Serge Revival” with their comments on the “state of RCMP transformation”.40 


The senators made many Recommendations in four subject areas: creating meaningful independent 
oversight, increase diversity, addressing lack of funding, and improving leadership. 


The first section of this report is about government inaction on policing, describing the loss of public 
trust in policing following Maher Arar Report and the Brown Task Force in the wake of the pension 
scandal. The second section is about diversity in the force.


The authors identified barriers for retaining women and other equity based groups. First, the stereotypes 
that equity groups are promoted as a result of belonging to the group and that these promotions 
are meritless is a barrier for diversification.41 Second, that retaining women means ensuring access to 
childcare and less disruptive transfers so that schooling of young children is not impacted.42


In the third section of the report, the authors focus on the critical need for funding to ensure quality 
policing. They describe the evolution of the RCMP’s mandate: the increase in federal laws expands 
the RCMP’s specializations while contract policing for municipalities and provinces across the country 
necessarily keeps the RCMP focused on community policing objectives.43 


Finally, in section four, the authors discuss leadership in the RCMP. The authors quote an early study 
conducted by Prof Duxbury and Chris Higgins about RCMP perception of competency in leadership.44 
Generally, those at the top levels of management think they are competent, but those who must report 
to them overwhelmingly disagree.45 This same observation was made and discussed in detail in Prof 
Duxbury’s comprehensive 2007 report: The RCMP Yesterday, Today, and Tomorrow referred to supra. 


To combat the leadership problem (both real and perceived) the authors of Red Serge Revival made 
Recommendations to help professionalize the force’s executive branch and emphasized the importance 
of learning as a cultural mainstay throughout one’s tenure in the force.46


Summary Report on Gender Based Harassment and Respectful Workplace Consultations, 2012


In the wake of explosive media scrutiny of sexual harassment allegations within British Columbia’s RCMP 
detachments, the Commanding Officer of “E” Division initiated an assessment of that Division’s approach 
to respectful workplaces.47 The report is a summary of the issues raised in focus groups which brought 
together 426 RCMP employees. 


40. Tommy Banks et al. Toward a Red Serge Revival: A Position Paper on the Current State of the Royal Canadian Mounted 
Police. 22 February 2010. 


41. Ibid. at 30.


42. Ibid. at 31-33. 


43. Ibid. at 35-43.


44. Ibid. at 58.


45. Ibid. 


46. Ibid. at 64-70.


47. E Division, Summary Report on Gender Based Harassment and Respectful Workplace Consultations (RCMP, E Division: 2012)
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The report specifically addresses barriers to gender-based harassment and identified the common 
concerns as follows: 


• a fear of retribution; 
• that the “old boys club” works to protect their own and, critically, insulate harassers;
• that supervisors lack the skills to deal with conflict, noting that there is a problem with  


assuming that a skilled investigator will be a skilled manager;
• the reporting process lacks credibility; 
• employees experience a lack of access to reliable and confidential advice;
• the on-line harassment training is inadequate;
• that some employees are weaponizing harassment complaints to retaliate against poor 


performance reviews; 
• that addressing harassment waxes and wanes with the political will, undermining long-term 


sustainable solutions; and
• that employees have lost pride in the RCMP.48


The report acknowledges that problematic workplace culture leads to poor management, including: 
abuse of power, low self-esteem, resistance to diversity, and a historically male dominated culture.49 
The report recommends four guiding principles for addressing harassment (facts, access, independence, 
and resolution) and specific initiatives to enhance each guiding principle.50 


Despite emphasizing harassment is not “rampant”51 in the RCMP, the report recommends a standalone 
harassment resolution unit to better address and resolve valid claims. 


Gender and Respect: RCMP Action Plan, 2013


In 2013, then Commissioner Bob Paulson launched the RCMP plan to change the culture and composition 
of the Force. The Action Plan provides an overview of the RCMP vision for change.52 


The Action Plan built on the Gender-Based Assessment (2012) and the 125 Recommendations made 
in the 2006 Employment Systems Review. The RCMP asserted that of those earlier Recommendations, 
only ten were outstanding, the rest were out of date or implemented already.53 The report does not 
provide a specific breakdown of the RCMP’s compliance with each recommendation. 


The RCMP committed to 37 Actions, with milestones, targets, and measures identified.54 At the conclusion 
of the report, the RCMP said that it was seeking a person to oversee implementation and coordination 
the action items.55 But it’s unclear whether any such person was ever identified or appointed. Many of 
the action items have not been realized and others only partially. 


48. Ibid. at 8-10. 


49. Ibid. at 12-14. 


50. Ibid. at 16-20.


51. Ibid. at 20. 


52. RCMP, Gender and Respect: RCMP Action Plan (Ottawa: Royal Canadian Mounted Police, 2013) online: https://www.
publicsafety.gc.ca/lbrr/archives/cnmcs-plcng/cn24836-eng.pdf 


53. Ibid. at 20.


54. For a full list, see the ibid., Appendix at 21-24).


55. Ibid. at 20. 
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For example, to improve work-life balance, the Action Plan promised to design and implement a 
mechanism for backfilling employees on parental leave by 2015.56 No such program has yet to be 
implemented. 


To build respectful workplaces, the RCMP promised to use Advisory Committees at the national and 
provincial levels as key forums for discussion or employee issues and establish Respectful Workplace 
Programs nationwide.57 But each division has been left to develop these programs to tailor to specific 
needs and this risks a lack of coordination.


Indeed, when the Civilian Review and Complaints Commission reviewed the RCMP’s commitment to 
these action items, it was unimpressed with the lack of leadership and coordination at the national level: 
“There appears, therefore, to be no one in a position of senior leadership who is accountable for ensuring 
either that the 37 actions have been implemented or that they are achieving the desired goals.”58


Commission for Public Complaints against the RCMP, Public Interest Investigation into RCMP 
Workplace Harassment, 2013


The Commission for Public Complaints against the RCMP initiated a public interest investigation into 
how the RCMP dealt with harassment complaints between 2005-2011. It reported its findings in 2013. 
The Commission examined all 718 complaints (formal) submitted to the RCMP during that time period 
and concluded that, generally, the RCMP is following its policies. However, it the Commission made 
Recommendations for improving the harassment complaints system. 


The Commission favoured the RCMP retaining responsibility for dealing with its harassment complaints 
rather than setting up external processes.59 But the Commission identified ways it can improve 
independence including: mandatory specialized training for harassment investigators, timelines for 
processing harassment complaints, standards for investigations and an external mechanism for review 
of harassment decisions.60 


In total there are 11 Recommendations that flow from this investigation. The Recommendations were 
designed to: 


• allow for a better assessment of the scope of the problem of workplace conflict and harassment;
• improve the quality of harassment investigations and decision-making;
• improve understanding of roles and responsibilities for ensuring respectful workplace; and
• increase the transparency of the process and enhance the accountability of those charged  


with its management.61 


56. Ibid. at 7-8. 


57. Ibid. at 4-5. 


58. Civilian Review and Complaints Commission, Report into Workplace Harassment in the RCMP (Ottawa: Ministry of Public 
Safety & Emergency Preparedness, 2017) at 20.


59. Ibid. at 3.


60. Ibid. at 21-28.


61. Ibid. at 36.
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Conduct Becoming, 2013


 The Senate authorized the Standing Committee on National Security and Defence to examine issues 
of harassment in the RCMP.62 This report summarizes testimony from witnesses on a range of issues 
involving harassment, including sexual harassment. The list of witnesses is included in an appendix, some 
testified only in written submissions. 


The Committee made 15 Recommendations to eliminate harassment in the workplace, protect whistle-
blowers, and induce a cultural transformation.63 


One of the Recommendations of the Committee was that the Code of Conduct be amended to explicitly 
identify harassment, that it be published on the website for easy access, and that violations of the Code 
be considered during any individual’s promotion application.64 


The authors also explicitly denounced the RCMP’s practice of transferring the perpetrator or the victim 
of harassment as means of avoiding dealing with the underlying disciplinary issues.65 


The calls for civilian oversight included (1) regular assessments by the Civilian Review and Complaints 
Commission to account for the RCMP’s implementation of harassment-related programs and policies and 
(2) that the RCMP consider an Ombudsman.66 The Committee highlights that these and other measures 
could address the public’s doubts about the RCMP’s commitment to transparency and change.67 


The authors end their report with a caution to RCMP leadership: “[there is] little margin for error in 
proactively addressing and resolving incidents of harassment in all its manifestations.”68


Addressing a Crisis in Leadership, 2014


The RCMP Veteran Women’s Council opened their RCMP report with a warning that picked up on 
the Senate Committee’s previously stated caution: “the majority of the RCMP leadership has failed to 
comprehend the magnitude of the damage inflicted by harassment – not only to individuals – but to the 
organization itself.” In other words, the crisis of sexual harassment was “an organizational, self-inflicted 
wound born out of decades of failure [….] of leadership.”69 


The authors specify that the root causes of RCMP workplace dysfunction are: a “…lack of standardized 
and effective executive leadership training; inconsistent application of internal discipline and sanctions 
when dealing with harassment; lack of internal trust born out of decades of organizational indifference to 
its members [sic] concerns and the failure to address unacceptable attrition rate for female members.70 


 


62. Standing Senate Committee on National Security and Defence, Conduct Becoming: Why the Royal Canadian Mounted Police 
Must Transform its Culture, (Ottawa: Government of Canada, 2013).


63. Ibid. at 5-6.


64. Ibid. at 11-12. 


65. Ibid. at 13. 


66. Ibid at 13-14. 


67. Ibid. at 15.


68. Ibid. at 16.


69. RCMP Veteran Women’s Council, Addressing a Crisis in Leadership (2014) at 4, online: <http://redwalljanehall.com/
wp-content/uploads/2015/03/RCMP-Veteran-Womens-Council-Report-June-2014-Addressing-a-Crisis-in-Leadership.pdf>  


70. Ibid. at 4. 
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Their four Recommendations were: (1) take steps to implement immediate cultural change from the top 
down; (2) eliminate the use of quotas in favour of new strategies to break down barriers for diversity; 
(3) implement exit interviews for means of continuing improvement; and (4) establish an Ombudsperson 
Office that reports to Parliament.71 


Shattered Dreams, 2014


In 2014, Judy Sgro, Member of Parliament, and the Honourable Grant Mitchell, Senator, tabled a joint 
report following the conduct four roundtables on RCMP workplace issues across Canada.72 In addition 
to hearing from members, they also met with experts who offered perspectives on likely causes and 
solutions to the systemic issue of workplace harassment.73 


Their report emphasized the devastating effects of sexual harassment on the female membership: “the 
long-standing issue of sexual harassment within the ranks of the RCMP serves as an insurmountable 
distraction that harms individual personnel and group morale, and impinges upon the ability of the senior 
leadership to discharge their more fundamental operational and strategic responsibilities.”74 They argued 
for a National Psychological Workplace Strategy, coordination of PTSD resources with the Canadian 
Forces or other policing organizations and, more generally, a recognition of the interaction of members’ 
mental health and workplace culture.75 


In all, they offered 13 Recommendations addressing a range of familiar topics: RCMP oversight, culture, 
member advocacy, leadership, mental health, and human resources (recruitment, promotion, and 
training). They also recommended the government establish an Ombudsman, in addition to binding 
resolution/grievance process that would be independent of the divisional chain of command.76 


Report on Explosives Training Unit, 2016


This report describes allegations of sexual harassment by two RCMP members (a S/Sgt. and CM) who 
worked at the Explosive Training Unit with the Canadian Police College.77 These two men had been 
investigated at least twice by the RCMP. But at least one member wrote to the RCMP Commissioner 
concerned that the disciplinary action was inadequate. These men were transferred to supervise or work 
in proximity with victims and witnesses, after they had been disciplined. 


This report summarizes the action taken against these men, identifies concerns with the overall process, 
and makes 27 Recommendations. Those Recommendations echoed many previous Recommendations 
for better education on identifying and preventing sexual harassment, better supervision, better 
responses from managers and preventing reprisals, better processes for investigating allegations, and 
better communication within the chain of command to identify problem members and effectively address 
problem units.78 Those topics are not the exclusive list of subjects the report’s authors addressed. 


71. Ibid. at 13.


72. The Honourable Judy A. Sgro & The Honourable Grant Mitchell, Shattered Dreams: Addressing Harassment and Discontent 
within the RCMP (2014), online: http://theprogressives.ca/wp-content/uploads/2014/12/Shattered-Dreams_Final.pdf 


73. See list of experts in Appendix III, Ibid. at 32-33.


74. Ibid. at 9; See also Testimony in Appendix II, ibid. at 23-31.


75. Ibid. at 11-13. 


76. Ibid. at 10.


77. Canada. Royal Canadian Mounted Police, Report on Allegations of Harassment and Sexual Misconduct at the RCMP’s 
Canadian Police College Explosives Training Unit. (Ottawa: Royal Canadian Mounted Police, 2016), online: <https://www.rcmp-
grc.gc.ca/en/report-allegations-harassment-and-sexual-misconduct-the-rcmps-canadian-police-college-explosives> 


78. Ibid. at 11-18. 
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While this report is focused on a discrete part of the RCMP organization, the harassment described and 
the RCMP’s response reflects familiar themes from the claim narratives revealed in the Merlo Davidson 
Settlement process.


Review of Four Cases of Civil Litigation against the RCMP on Workplace Harassment, 2017


In this report, former Auditor General Sheila Fraser presents her findings after reviewing four litigation 
cases brought by women against the RCMP alleging workplace harassment: Alice Fox, Catherine 
Galliford, Susan Gastoldo, and Atoya Montague.79 Three of those women alleged sexual harassment, 
and one woman alleged harassment based on sexual orientation. 


The government had tasked Fraser (in 2016) to provide advice on gaps or deficiencies in the policies, 
procedures, and legislative framework of the RCMP that applied to the women after they filed their civil 
claims. Specifically: 


• the processes in place and how they were applied to each claim;
• the medical and employee support available or provided to the plaintiffs after filing their claims; 
• the application of measures to prevent reprisals after the filing their claims; and
• their treatment in terms of fairness and impartiality, after the date of filing.80 


All the women reported to Fraser that they started lawsuits because they had no confidence in the 
internal redress mechanisms available to them.81 Fraser found that past RCMP grievance processes were 
too lengthy and the investigation of harassment typically took place within one’s own division leading 
to perceptions of bias and conflict.82 


Ms. Fraser’s considered review of only four cases of harassment revealed many of the same concerns 
with RCMP’s internal investigation process that we heard during the Merlo Davidson claim process. Most 
of the issues she identifies are, again, loud echoes of the past decade of reports and Recommendations, 
including: a cultural predisposition to downplay problems or otherwise protect the RCMP image (para. 
70), members’ legitimate concerns about reprisals when reporting harassment (para. 63), poor inves-
tigation quality (para. 35), unreasonable delays (paras. 36-37), lack of objectivity of decision-maker 
(paras.42-43), inert sanctions (para. 49), and the conflict of interest set-up in how health services are 
accessed and delivered to members (paras.55-60).83 


CRCC, Workplace Harassment the RCMP, 2017


This report is the culmination of investigation by the Civilian Review and Complaints Commission into 
the adequacy, appropriateness and sufficiency of the RCMP policies and procedures on workplace 
harassment, and it examines their effectiveness. It also reviews the extent that the RCMP has implement 
the Recommendations made in the Commission 2013 Public Interest Investigation Report into RCMP 
Workplace Harassment, and identifies the role of work culture in perpetuating harassment. 


79. Fraser, supra note 1. 


80. Ibid. at paras. 9-12.


81. Ibid. at para.3.


82. Ibid at paras. 34-47.


83. Ibid.
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The Commission’s key findings include: 


(1) Abuse of authority is a significant problem;


(2) RCMP has failed to address harassment;


(3) Given (2), strong civilian oversight is required to ensure reform;


(4)  Overly complex and/or confusing guidelines for decision makers risk that meritorious complaints 
are dismissed;


(5) The Office for Coordinate of Harassment Complaints carries out a limited role;


(6) The practice of not screening harassment complaints may exacerbate workplace conflict;


(7)  The division of roles and responsibilities between investigator and decision-maker in harassment 
complaints is inappropriate and risks arbitrariness in decisions. 


(8)  Decision makers routinely apply the wrong legal tests and take into account irrelevant factors, 
risking that complaints are wrongly determined to be unfounded.


(9) Training for decision makers remains inadequate.84 


The Commission made 10 Recommendations to address the deficiencies in the RCMP’s response (see 
findings 1-9 supra). In its assessment, there are three reasons for the sustained failures to change.85 
First, the problem of harassment has been defined too narrowly. The significant and systemic problems 
of the organization structural support a dysfunctional workplace culture. Unless the larger organizational 
problems are tackled, harassment will never be addressed in a lasting way.86 Second, senior RCMP leaders 
are not committed to systemic change required because they do not have the specialized expertise 
despite their administrative and management responsibilities.87 There is no cultural of leadership as 
there is in the armed forces. And third, civilian oversight is absent. The absence of civilian oversight 
reduces public accountability.88 


Perhaps most telling, the Commission made the following strongly worded statement:


[…] the RCMP lacks both the will and the capacity to make the changes necessary to address the 
problems that afflict its workplace. Responsibility now lies with the federal government to effect 
substantive change by modernizing and civilianizing key aspects of the RCMP’s administrative 
management and oversight.89 


84. Civilian Review and Complaints Commission for the RCMP, Report into Workplace Harassment in the RCMP  
(Canada: CRCC, 2017), at 5, online: https://www.crcc-ccetp.gc.ca/pdf/harassmentFinR-eng.pdf 


85. Ibid at 7.


86. Ibid. at 7.


87. Ibid at 7-8.


88. Ibid at 8.


89. Ibid at 4.
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Auditor General of Canada, Report 4 – Mental Health Support for Members –  
Royal Canadian Mounted Police, 2017


The RCMP introduced a Mental Health Strategy in 2014. This strategy was not limited or designed for 
those suffering sexual harassment or discrimination. However, so many of the claimants in the Merlo 
Davidson Settlement process also reported mental health problems, this report provides important 
relevant context for my Recommendations. 


In 2017, the Auditor General of Canada completed an audit to determine whether RCMP members 
had access to suitable mental support.90 The audit examined whether specific programs, services and 
activities adequately supported early detection and intervention for mental health needs and how the 
RCMP was monitoring and evaluating those programs. This audit was not designed to examine the cause 
of members’ mental health injuries or the complete slate of programs available to members.


The audit revealed significant deficiencies in the RCMP mental health support. While the RCMP was 
one of the first federal organizations to introduce a mental health strategy, it did not prioritize or commit 
necessary resources.91 There were serious gaps in access to care. For example, one in six members 
who sought mental health support did not receive easy and timely access to necessary services,92 and 
one in five members who sought out mental health support did not return to work or was discharged.93 


The audit found that the RCMP has no way to evaluate its Mental Health Strategy. Without systems and 
practices to measure, monitor, and report on performance, the RCMP does not know:


• How many members have received mental health services; 
• What type of treatment each member has received;
• The total cost of treatment;
• The outcomes; and
• Whether members’ needs have been met.94 


The Audit team set out seven Recommendations aimed at addressing the problems identified.95 


The RCMP agreed with each concern raised by the Auditor General and committed to solutions.96 


90. Auditor General of Canada. Report 4 – Mental Health Support for Members – Royal Canadian Mounted Police (Ottawa: Office 
of the Auditor General, 2017), online: https://www.oag-bvg.gc.ca/internet/English/parl_oag_201705_04_e_42226.html#hd3a 


91. Ibid at 4.19.


92. Ibid. at 4.48.


93. Ibid.


94. Ibid. at 4.99.


95. Ibid. See 4.43 (Prepare a business plan to guide Mental Health Strategy Implementation), 4.74 (Consider adopting national 
standards for health services delivery and best practices from divisions), 4.89 (Hire required number of disability management 
advisers, train adequately), 4.96 (assess managers and supervisors’ support for mental health and include these assessments 
in performance reviews), 4.113 (develop and implement a monitoring and evaluation framework), 4.118 (develop and implement 
a measure if members are receiving timely support), 4.123 (continue to implement a national case management tool to 
monitor and manage cases). 


96. Ibid. at “List of Recommendations”
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The deficiencies in the RCMP’s mental health programs appear systemic because many of the same 
issues were flagged by the claimants (and previous reports) in relation to the RCMP’s response to 
harassment: inadequate training, under-resourced and patchwork intervention programs, and a paucity 
of data. As the mental health audit suggests, without a concerted effort to gather information on the 
problem, the RCMP cannot know: 


• How many women have experienced gender-based harassment;
• How many women have left the force because of gender-based harassment;
• The total cost to the force in short term and long-term sick leaves resulting from gender-based 


harassment or the opportunity cost of devoting years of time and resources to addressing  
gender-based harassment problems;


• The total number of members who harass women; and
• The total number of repeat offenders.


But the costs to the women and the public are escalating. Many women have paid with their careers. 
Over two decades the public has paid for (at least) 15 reports calling for changes to the RCMP, 2 class 
actions, and many more lawsuits from women. If the RCMP cannot change now, when can it? 
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Public perceptions of the police in Canada’s provinces, 2019: Highlights 
 


 In 2019, more than four in ten (41%) Canadians living in the provinces said they had a great deal of confidence in the 
police, while about half (49%) said they had some confidence. 


 People living in census metropolitan areas (40%) were less likely than those in census agglomerations (44%) or in 
rural areas (45%) to report having a great deal of confidence in the police. 


 Canadians who said they had a physical (38%), or mental or cognitive (33%) disability were less likely than people 
without a disability (43%) to report having a great deal of confidence in the police. 


 Three in ten (30%) First Nations people, Métis and Inuit said they had a great deal of confidence in the police, 
compared with 42% of non-Indigenous people. 


 Canadians belonging to population groups designated as visible minorities were significantly less likely to report 
having a great deal of confidence in the police (35%), compared with 44% of non-visible minorities. 


 Seniors (53%) were more likely to report having a great deal of confidence in the police compared with young 
Canadians aged 15 to 24 (36%). 


 Less than half of Canadians thought their local police were doing a good job of being approachable and easy to talk 
to (49%), enforcing the laws (46%), ensuring the safety of citizens (44%), treating people fairly (42%), promptly 
responding to calls (40%) and supplying information to the public on ways to prevent crime (37%). Less than one in 
five (18%) Canadians felt that the local police were doing a good job on all six of these measures. 
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Public perceptions of the police in Canada’s provinces, 2019 


by Dyna Ibrahim, Canadian Centre for Justice and Community Safety Statistics 


In Canada, the police rely on continued support and cooperation from the Canadian public to efficiently and successfully 
carry out its duties. The public’s willingness to report crime, to cooperate with police during investigations, to call if in need of 
assistance and to abide by laws and police orders, are all associated with how they view the police (Brown and Benedict 2002; 
Cao 2014; Chow 2012; Ren et al. 2005). Positive perceptions of police among citizens are, therefore, a critical aspect of 
public safety and contribute to a lower level of crime.  


Historically, police agencies across Canada have used various localized means to assess public confidence and opinions 
about the police. In order to streamline these types of measures and allow for trend and comparative analysis across time 
and jurisdictions, a police performance metrics framework for Canadian policing was developed in 2017 by Public Safety 
Canada. In addition to traditional indicators such as crime rates, calls for service and traffic offences that are typically used to 
measure police performance, the framework also identified trust and confidence in the police and public perceptions of the 
police as being critical to this end (Giacomantonio et al. 2019; Mazowita and Rotenberg 2019; Public Safety Canada 2019).  


This Juristat article uses data from the 2019 General Social Survey (GSS) on Canadians’ Safety (Victimization) to examine 
perceptions of the police among Canadians living in the provinces. The article has two sections: confidence in the police and 
perceptions of police performance. Text box 1 provides information on how these two concepts were measured in the 2019 
GSS on Victimization. Within each section, findings are presented for the following populations: seniors; persons with 
physical, and mental or cognitive disabilities; Indigenous peoples; people belonging to groups designated as visible minorities 
and; sexual minority persons. Information on experiences of criminal victimization are not included in this article.1 


Although the current article is largely based on data collected in 2019, some results related to perceptions of police from the 
2020 crowdsourcing initiative “Impacts of COVID-19 on Canadians: Experience of Discrimination” are also presented 
(Text box 2). Together, the findings in this article will provide more recently available, national-level information on the 
perceptions Canadians have of the police—including those of people belonging to population groups designated as visible 
minorities (hereafter referred to as visible minorities) and Indigenous people.  


 


Text box 1 
Measures of confidence in the police and perceptions of police performance 


To measure confidence in the police, the 2019 General Social Survey (GSS) on Victimization asked respondents to indicate 
how much confidence they had by selecting one of the categories provided: “a great deal of confidence,” “some confidence,” 
“not very much confidence” or “no confidence at all.”  


To measure perceptions of police performance, respondents were asked about their thoughts on whether their local police 
force or the RCMP detachment in their community do a good job, an average job or a poor job with respect to six elements: 
“enforcing the laws,” “promptly responding to calls,” “being approachable and easy to talk to,” “supplying information to the 
public on ways to prevent crime,” “ensuring the safety of the citizens in their area” and “treating people fairly.”  


Across Canada, different communities are served by different police services including municipal stand-alone police services, 
First Nations self-administered police services, provincial police services, and federal policing (Conor et al. 2019). Questions in 
the 2019 GSS on Victimization related to confidence in police and perceptions of police performance did not specify the policing 
jurisdiction serving a respondent’s community. As such, this article does not include analysis based on police jurisdiction.  


New means of collecting data and impact on trend analysis 


In 2019, the GSS on Victimization offered, for the first time, the ability for respondents to complete the survey online. This new 
collection for the GSS was in recognition of the need to adapt to the changing use of technology and the ever present demands on 
Canadians’ time. By having telephone and self-administered internet questionnaire as modes of data collection, the 2019 GSS 
offered survey respondents greater flexibility and convenience in providing key and vital information to Statistics Canada.  


It is important to point out, however, that changes in survey methodology can affect the comparability of data over time. It has 
previously been shown that certain topics are more susceptible to variations based on collection mode—and among these topics are 
social desirability variables such as perceptions of the police (Boivin and Lam 2016; Hennigan et al. 2002; Linchiat and Krosnick 2010). 
Therefore, the current article does not present any trend analysis as it is impossible to determine with certainty whether, and to what 
extent, differences in a variable are attributable to an actual change in the population or to changes in the survey methodology. 
Analysis of the impact that the mode of collection had on the results of the survey is expected to be completed at a later date.  
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Confidence in the police  


Nine in ten Canadians have confidence in the police 


In 2019, nine in 10 Canadians living in the provinces said that they had a great deal or some confidence in the police (90%). 
More than four in ten (41%) reported having a great deal of confidence in the police, while almost half (49%) said they had 
some confidence in the police. Less than one in ten people (7%) said they did not have very much confidence in the police. A 
small minority (2%) of Canadians reported having no confidence at all in the police.2 


Confidence in the police varies provincially 


The degree to which Canadians reported confidence in the police varied by province.3 In Newfoundland and Labrador (49%), 
Prince Edward Island (59%), New Brunswick (45%) and Saskatchewan (46%) the proportions of residents reporting a great 
deal of confidence in the police were higher compared to the national level (Chart 1).4 In Manitoba, residents were less likely 
to say they had a great deal of confidence in the police compared with the overall provincial proportion (34% versus 41%). 


 


Four in ten Canadians living in census metropolitan areas (CMAs) (40%) reported a great deal of confidence in the police, a 
lower proportion compared with people living in census agglomerations (CAs) (44%) or in rural areas (45%) (Chart 2).5 While 
confidence in the police was generally high across all large Canadian cities, proportions of people reporting a great deal of 
confidence varied in some. For example, about half of the residents of Trois-Rivières (56%), Moncton (53%), Regina (50%) 
and Québec (49%) reported having a great deal of confidence in the police, while this was less often the case in 
Winnipeg (31%) or Toronto (37%). 
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Geographical differences in confidence levels in police may be partly attributed to the demographic profiles of the respective 
areas. For example, according to the 2016 Census of Population, there are fewer visible minorities in Prince Edward Island 
and more seniors relative to the rest of Canada. On the other hand, the CMA of Winnipeg has the largest Indigenous 
population, and nearly half of Toronto’s population are people belonging to population groups designated as visible minorities 
(Statistics Canada 2017).  


Recent negative encounters with police result in lower confidence  


Many studies have found that confidence in and perceptions of the police are greatly affected by prior experiences with the 
police, and particularly whether the experience was perceived as positive or negative (Brown and Benedict 2002; Cao 2014; 
Chow 2012; Cotter 2015; Myhill and Beak 2008). 


In 2019, about one in three Canadians (34%) reported having recent contact with police (in the previous 12 months). This 
contact could have been during work, volunteering or public information sessions, in relation to a crime—as a victim, an 
accused or a witness—or for other reasons such as emotional problems, mental health, or alcohol or drug use. The level of 
confidence in the police was high regardless of recent contact, and Canadians who reported a recent encounter with police 
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were, generally, as likely to say that they had a great deal of confidence in the police (40%) as those who did not report a 
contact with police in the previous year (42%).  


However, compared with individuals who did not have a recent interaction with police, confidence in the police was relatively 
lower among those who came into contact with the police in relation to emotional problems, mental health, or alcohol or drug 
use, or a crime. Specifically, about one-quarter (24%) of people who said they came into contact with the police in the 
previous 12 months for their own emotional problems, mental health or alcohol or drug use and one-third (33%) of those who 
said their recent interaction with police was related to a family member’s emotional problems, mental health or alcohol or 
drug use reported having a great deal of confidence in the police (Chart 3). Similarly, among victims and witnesses of crime, 
about one in three (29% and 34%, respectively) reported a great deal of confidence in the police.  


 


In addition to there being some differences in the level of confidence reported based on the type of encounter that an individual 
had with the police, positive and negative perceptions of the encounter magnified these differences. Almost nine in ten (87%) 
Canadians who had contact with police in the previous year said that, overall, the interaction was positive, while 12% felt it was 
negative. Canadians who reported having a positive recent experience with the police were significantly more likely to have a 
great deal of confidence in the police compared with those who reported having a recent negative experience (44% vs. 10%). In 
other words, Canadians who reported a negative recent experience with the police were six times as likely to report low 
confidence in the police as people who said that their recent experience with police was positive (42% versus 7%).6 


Multiple logistic regression analysis confirmed the association between contact with police and confidence in the police.7 The 
analysis revealed that when other variables are held constant, having a recent negative encounter with police significantly 
increased the odds of reporting low confidence in the police (6.5 times higher odds than not having a recent contact) 
(Table 1). Conversely, reporting a recent positive encounter reduced the odds of reporting low confidence in the police. 


Seniors most confident in police 


Research shows that there are a number of factors which can have an impact on public perceptions of and confidence in the 
police. These factors range from demographic characteristics such as age and race, to socio-economic characteristics such 
as income and level of education, as well as perceptions about one’s neighbourhood circumstances and experiences of 
victimization (Cao 2014; Chow 2012; Gannon 2005; Payne and Gainey 2007).8 
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Consistent with findings in previous research, confidence in the police was highest among seniors. While similar proportions 
of younger Canadians below the age of 45 said they had a great deal of confidence in the police, the share of Canadians 
over this age who said the same increased with every age group. Seniors 75 years and older (53%) were significantly more 
likely than younger Canadians to report having a great deal of confidence in the police (Table 1).9 


Confidence, generally, did not differ by gender among Canadians living in the provinces in 2019.10 Similar proportions of 
women (42%) and men (41%) said they had a great deal of confidence in the police.11  


After holding all variables of interest constant (all variables in Table 1), people aged 65 and older had lower odds of reporting 
low confidence in the police than younger people aged 15 to 24. 


Canadians with disabilities less likely to report great deal of confidence in police 


The Canadian Survey on Disability estimates that in 2017, about 22% of the population aged 15 and over (approximately 6.2 
million people) reported having a disability (Morris et al. 2018).12 Challenges related to interactions between Canadians with a 
mental or cognitive disorder and police continue to be the subjects of ongoing public discussion, with more of these 
interactions being reported in recent years (Coleman and Cotton 2014). A 2015 article reported that about one in five people 
who had a recent contact with police had a mental or substance use disorder (Boyce et al. 2015). 


In 2019, confidence in the police among Canadians who reported having a mental or cognitive, or physical disability was 
generally lower when compared to people who said they did not have a disability.13 One in three (33%) individuals reporting a 
mental or cognitive disability and about two in five (38%) with a physical disability said that they had a great deal of 
confidence in the police—proportions significantly lower than that of Canadians with no disability (43%).  


Individuals who reported having a mental or cognitive disability (42%) or a physical disability (35%) were more likely to say they 
had had a police encounter in the previous 12 months compared with individuals with no disability (33%). Additionally, people 
with a mental or cognitive, or a physical disability were more likely to say their encounter was negative compared to people with 
no disabilities (15% each, versus 11%). Of note, about 8% of Canadians with mental or cognitive disabilities who had contact 
with police said they had an encounter related to their own emotional problems, mental health or alcohol or drug use. 


Moreover, it has been reported that people with disabilities experience higher rates of violent victimization and a lower sense 
of safety than people with no disabilities, factors which may contribute to their overall lower level of confidence in the police 
(Cotter 2018; Perreault 2017).  


When all other factors were held constant, having a mental or cognitive disability increased the odds of reporting low 
confidence in the police by about 50% while the odds of reporting low confidence in the police were 30% higher for people 
who had a physical disability than for people who did not report any disabilities. People who had both physical, and mental or 
cognitive disabilities had 70% higher odds of reporting low confidence in police. 


Confidence in police lower among Indigenous people  


In 2019, three in ten (30%) First Nations people, Métis and Inuit said that they had a great deal of confidence in the police, a 
proportion significantly lower compared with non-Indigenous people (42%).14 First Nations people reported the lowest level of 
confidence in the police with under three in ten (27%) saying they had a great deal of confidence in the police. Similarly, one 
in three (32%) Métis reported a great deal of confidence in the police.15 


Confidence in police reported among Indigenous people living in urban areas did not differ significantly from those living in 
rural areas in terms of reporting a great deal of confidence in the police (33% and 25%, respectively).16 However, Indigenous 
people living in urban areas were significantly less likely to report low confidence in the police (13%, compared with 23% 
among Indigenous people living in rural areas). 


Despite the fact that contact with the police has been shown to have an impact on confidence, when all factors of interest are 
held constant—including any recent police encounters—Indigenous people had nearly twice the odds (1.9 times) of reporting 
low confidence in the police.17 Of note, while Indigenous people (44%) were more likely than non-Indigenous people (34%) to 
report a contact with police in the previous year, of those who had contact, similar proportions of Indigenous and non-
Indigenous people said that their recent encounter with police was negative, a factor which significantly impacts confidence in 
the police. Indigenous people also generally reported similar reasons for coming into contact with the police.18 These findings 
are evidence that other factors are contributing to the lower degree of confidence in the police among Indigenous people. 


The issue of poor relations between the police and Indigenous people and racialized people in Canada is well 
documented (Ben-Porat 2008; Brown and Benedict 2002; Chan and Mirchandani 2002; Council of Canadian Academies 2019; 
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Jones et al. 2014; Nilson and Mantello 2019; Selkirk 2020). The relationship between Indigenous people and the police 
has been described as one of mistrust, a characterization that is rooted in colonialization. The Truth and Reconciliation 
Commission, for example, has described how the involvement of pol ice in the residential school system has impacted 
Indigenous people and their trust in police (Truth and Reconciliation Commission of Canada 2015). In addition, The 
Final Report of the National Inquiry into Missing and Murdered Indigenous Women and Girls  also presents recent 
evidence of how historical events and system responses to missing and murdered Indigenous women and girls directly 
contribute to the lack of trust in police among Indigenous people (MMIWG 2019). These reports, along with others, have 
shown the impact of colonialization on factors such as socio-economic inequities, trauma, mental health issues, and 
substance abuse which disproportionately affect Indigenous people. These factors perpetuate a cycle of contact with 
the police and other systems that are under scrutiny for systemic racism and systemic contact, and therefore further 
distrust in police (Text box 2) (Canada Parliament 2020a; Canada Parliament 2020b; Cao 2014; Chrismas 2012; 
Council of Canadian Academies 2019; LeBeuf 2011; Jones et al 2014; Malakieh 2019; Nilson and Mantello 2019).  


Of note, despite reporting a lower level of confidence in the police, Indigenous people have reported greater feelings of safety in 
their neighbourhood than non-Indigenous people—a finding that may be attributable to strong community ties (Perreault 2017).  


Visible minorities report less confidence in the police 


In 2019, 87% of people designated as visible minorities reported having a great deal or some confidence in the police, this 
was slightly lower than the 92% among non-visible minorities.19 The proportion of visible minority Canadians who said that 
they had a great deal of confidence in the police was nine percentage points lower than for non-visible minorities (35% 
versus 44%). Southeast Asian (25%) and Chinese (26%) Canadians, in particular, were significantly less likely to report 
having a great deal of confidence in the police. While Black and Latin American people were as likely as non-visible minority 
people to say they had a great deal of confidence in the police, nearly one in five (18% and 17%, respectively) reported 
having not very much or no confidence in the police—more than double the proportion among non-visible minorities (8%).  


It is worth noting that while visible minorities were less likely to report a contact with police in the previous year 
(29%, versus 36% among non-visible minorities), 16% of visible minorities who reported a recent police encounter said 
that their experiences were negative, a proportion higher than that of non-visible minorities (10%). When all other factors 
are kept constant, visible minorities were found to have 50% greater odds of reporting low confidence in the police than 
non-visible minorities. Overall, 13% of visible minorities reported low confidence in the police, compared with 8% of 
non-visible minorities.  


Experiences and perceptions of systemic racism in policing and acts of racial prejudice by officers are likely factors contributing 
to the overall lower sense of confidence in the police within this segment of the population (British Columbia 2020; 
Canada Parliament 2020b; Stelkia 2020; Weitzer and Tuch 2005). Visible minorities are more likely to report experiencing 
discrimination when dealing with the police (Text box 2). According to the 2019 GSS on Victimization, 2% of visible minority 
Canadians reported experiencing some form of discrimination in the previous five years while dealing with police, compared with 
0.6% of non-visible minority Canadians. The underrepresentation of visible minorities in police agencies has also been shown to 
have an impact on perceptions of police among visible minorities (Chow 2012). In 2018, visible minorities made up 22% of the 
Canadian population but 8% of police officers in Canada that year (Conor et al. 2019). Moreover, visible minorities are more 
likely to live in larger cities and are overrepresented in low-income neighbourhoods, and although they experience victimization 
at a lower rate than non-visible minorities they are less likely to feel safe in their neighbourhoods—factors found to be negatively 
correlated with perceptions of police (Chow 2012; Perreault 2017; Simpson 2018a).  
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Text box 2 
Trust in police, August 2020 


During the summer of 2020, many discussions around issues of systemic racism within policing emerged in Canada in 
light of some high profile incidents of police misconduct (British Columbia 2020; Canada Parliament 2020a; 
Canada Parliament 2020b). Such highly publicized incidents have been seen to negatively impact public perceptions of 
the police (Weitzer 2002; Weitzer and Tuch 2005). Many Canadians took to the streets in protest to express their 
frustrations with police misconduct that target Indigenous, Black and other racialized people. Further, the onset of the 
COVID-19 pandemic earlier in the year led to some rules and restrictions being put in place to combat the spread of this 
disease, impacting Canadians’ daily lives. There have been indications of a disproportionate impact of these new rules 
and their enforcement measures on specific communities, including Indigenous, Black and other racialized and 
disadvantaged groups (Deshman et al. 2020). These rules have also been found to have some negative impact on 
Canadians’ perceptions about crime in their neighbourhoods and feelings of safety, particularly among Indigenous people 
(Arriagada et al. 2020)—both of these factors have been shown to contribute to one’s perceptions of the police.  


Therefore, although the focus of the current article is to examine data collected in the 2019 General Social Survey (GSS) on 
Victimization, in an effort to shed some light on even more recent attitudes towards police and any indications of changes in 
perceptions—particularly among Indigenous people and visible minorities—this text box uses data from the crowdsourcing 
initiative Impacts of COVID-19 on Canadians: Experience of Discrimination. This data collection was conducted in August 
2020 and collected information on perceived experiences of discrimination during the COVID-19 pandemic, which included 
questions about perceptions of the police and other justice and public institutions. It is important to note, however, that 
crowdsourcing does not have a probabilistic sampling design and as such, the information presents the opinions of the 
participants only and cannot be generalized to the overall Canadian population. Moreover, the crowdsourcing questionnaire 
collected information on level of trust, and provided response categories that were different from the GSS on Victimization. 
Therefore, no direct comparisons should be made between the two data sources, and for this reason, results presented in 
this text box focus on participants who reported having low trust and GSS data are not included in this textbox.  


Over 36,000 people in Canada took part in the crowdsourcing initiative. Among them, 23% reported having low trust in the 
police.20 This proportion was the same for distrust in the court system and local governments, but higher than what was 
reported for federal government (21%), school system (20%), public health agencies (13%) health care system (13%), and 
local merchants or business people (9%). Other institutions that received a higher level of distrust than police included major 
corporations, provincial or territorial governments, by-law officers, banks and Canadian media. In comparison, a similar 2015 
study previously found that Canadians had much higher levels of confidence in the police than they had for the school 
system, courts and federal parliament, among others (Cotter 2015). 


Participants who identified as members of some population groups were particularly more likely to express distrust in the police. 
For example, four in ten (40%) participants identifying as Indigenous expressed a distrust in police compared with 19% of 
non-Indigenous and non-visible minority participants.21 Similarly, about three in ten (31%) participants who identified as 
belonging to population groups designated as visible minorities expressed distrust in police. Distrust in police was particularly 
high among Black participants (52%) and people who identified as belonging to multiple visible minority groups (44%).  


When asked about experiences of discrimination or unfair treatment by others since the beginning of the COVID-19 
pandemic, 2% of all participants reported such experiences while interacting with the police. While less than 1% of non-
Indigenous and non-visible minority participants said they had experienced discrimination while interacting with the police 
since the pandemic began, notably larger proportions of Black (8%), multiple visible minority (7%), Indigenous (6%) and 
Latin American (6%) participants said the same. The vast majority of participants who reported experiencing discrimination or 
unfair treatment while dealing with the police also reported having low trust in the police (82%).  


For more results from this crowdsourcing initiative, see Statistics Canada 2020. 
 


Lesbian, gay and bisexual Canadians report moderate confidence in the police 


Sexual minority Canadians (namely those who self-identified as lesbian, gay, bisexual or otherwise not heterosexual), overall, 
had feelings of confidence in the police that were similar to heterosexual Canadians, however the degree of confidence 
reported differed.22 For example, lesbian or gay Canadians (31%) and bisexual Canadians (25%) were significantly less likely 
to report having a great deal of confidence in the police, compared with heterosexual Canadians (42%). 


Overall, similar proportions of sexual minority Canadians and heterosexual Canadians reported having contact with police in 
the previous year, and perceptions about recent encounters with police among sexual minorities were similar to those 
reported among heterosexual Canadians. 
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Sexual minorities in Canada report experiencing higher victimization rates, poorer mental health and struggle with fears of 
stigmatization and discrimination when having to interact with police compared with heterosexual Canadians (Jaffray 2020; 
Nadal 2015; Simpson 2018b). Feelings of safety are also lower among lesbian, gay and bisexual Canadians compared with 
heterosexual people (Perreault 2017). These factors are potential contributors to a reduced sense of confidence in the police 
among this segment of the population. When other factors of interest are held constant, being lesbian, gay or bisexual did not 
impact the odds of reporting lower confidence in the police. 


 


Text box 3 
Confidence in Canadian criminal courts 


The 2019 General Social Survey on Victimization asked Canadians about their confidence in the Canadian criminal courts. 
Consistent with previous findings (Cotter 2015), confidence in Canada’s criminal courts was generally lower than that in 
police. While 41% of Canadians said that they had a great deal of confidence in the police, one in seven (14%) Canadians 
said they had a great deal of confidence in the criminal courts.  


About one in five (20%) Canadians reported having ever come into contact with the Canadian criminal courts. People with 
prior contact with the criminal courts were as likely as those with none to report having some or a great deal of confidence in 
the courts. However, people who reported having contact with the criminal courts were more likely to say that they do not 
have very much confidence in the courts (24%) or no confidence at all (11%) compared to Canadians with no previous 
contact (13% and 3%, respectively).  


About 18% of Canadians said they did not know how much confidence they had in the Canadian criminal courts. This answer 
category was more common among people who said they never had contact with the criminal courts (data not shown). 


Although women were as likely as men to report confidence in the police, this was not the case for confidence in the criminal 
courts: 12% of women said they had a great deal of confidence in criminal courts compared with 15% of men. Reporting a 
great deal of confidence in the Canadian criminal courts was also less common among: common law and divorced people, 
non-visible minorities, non-immigrants, people with disabilities (mental or cognitive, and physical), bisexual people, people 
with no university diploma, and people with no religion.23 


Confidence levels in Canada’s criminal courts were similar across most provinces, with the exception of in Manitoba (9%) 
and Alberta (11%) where residents were less likely to say they had a great deal of confidence when compared with the 
national level. 
 


Perceptions of police performance 


Less than half of Canadians think their local police are doing a good job  


Across all six police performance measures included in the GSS on Victimization (see Text box 1), less than half of 
Canadians reported that their local police were doing a good job. In 2019, overall, the beliefs that the police were doing a 
good job of being approachable and easy to talk to (49%) and enforcing the laws (46%) were rated slightly more favourably 
among Canadians, followed by the police ensuring the safety of citizens (44%) and treating people fairly (42%) (Chart 4, 
Table 2). About four in ten said the same about the police promptly responding to calls (40%) and supplying information to 
the public on ways to prevent crime (37%). About one in five Canadians (18%) felt that the police were doing a good job on 
all six measures. 
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The proportion of Canadians who said their local police were doing an average job ranged between 24% and 33% across all 
six measures. One in ten people, or less, said the police were doing a poor job.  


Perceptions about police performance linked to perceptions about recent encounters  


Canadians who had a recent encounter with the police were as likely as those who did not to say that the police were doing a 
good job for five out of the six measures. The sole exception among the measures was that Canadians who reported a 
contact with the police in the previous 12 months were more likely to say that the police were doing a good job of being 
approachable and easy to talk to compared with those who did not report a recent police encounter (53% versus 47%). 


Perceptions of police performance sometimes differed among Canadians based on the type of encounter reported. For 
example, Canadians who reported coming into contact with the police in the previous year because of a public information 
session were more likely to say that the police were doing a good job of being approachable and easy to talk to (63%) and 
supplying information on how to prevent crime (51%), compared to people who did not come into contact with the police in 
the last year for any reason (Table 3). In contrast, Canadians who were victims of crime in the last year were less likely to say 
the police were doing a good job of enforcing the laws (32%). 


Moreover, among Canadians who reported a recent police encounter, their perceptions of police performance appeared to be 
associated with their opinion of how the encounter went—whether positively or negatively. Unsurprisingly, people who said 
they had a recent negative experience with the police were significantly less likely to say the police were doing a good job on 
any of the measures compared to people with recent positive experiences, and, vice versa, people with a recent positive 
encounter were more likely to say the police were doing a good job. To once again use the example of perceptions related to 
enforcing the laws, 15% of Canadians who had a recent negative encounter with the police said that the police were doing a 
good job, and 25% said they were doing a poor job. In comparison, 50% of people who said their recent experience with the 
police was positive said the police were doing a good job, while 5% said they were doing a poor job.  


It is worth noting that in 2019, between 15% and 27% of people said they did not know if their local police were doing a good 
job on at least one of the measures. This was more common among people who reported not having any contact with the 
police in the previous year.24 


Perceptions of police performance generally similar by gender, differ by age group and sexual orientation 


Perceptions of police performance generally varied across different age groups. However, overall, older Canadians had more 
positive views than younger Canadians. For example, Canadian seniors (those aged 75 and older) were more likely than 
Canadians aged 15 to 24, to say that their local police do a good job an all of the measures except of promptly responding to 
calls, for which they were as likely to say the police were doing a good job (Table 2). 
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When comparing by gender, men and women reported similar opinions when it came to perceptions of police performance, 
with under half saying that the police do a good job on each of the measures.25 The sole exception was in relation to treating 
people fairly which was rated slightly less favourably among women (40% versus 43%). 


Canadians who reported being bisexual were far less likely than heterosexual Canadians to say that the police were doing a 
good job on three of the measures. Namely, around one in three or fewer bisexual people said that the police were doing a 
good job enforcing the laws (25%), being approachable and easy to talk to (34%), and ensuring the safety of citizens (33%), 
which compares with 47%, 50% and 45%, respectively, among heterosexual people. 


People with disabilities less likely to say police are doing a good job 


People reporting a disability were generally less satisfied with police performance. Canadians who reported a mental or 
cognitive disability were less likely than people without disabilities to say the police were doing a good job on all of the 
measures, namely, of enforcing the laws (39% versus 48%), promptly responding to calls (37% versus 41%), being 
approachable and easy to talk to (43% versus 50%), supplying the public with information to prevent crime (33% versus 38%), 
ensuring the safety of citizens (38% versus 46%) and treating people fairly (36% versus 43%). Similarly, compared to people 
with no disabilities, people with a physical disability less often said they thought the police were doing a good job on four of 
the measures: enforcing the laws (44%), promptly responding to calls (38%), ensuring the safety of citizens (41%) and 
treating people fairly (40%).  


Perceptions of police performance generally similar among Indigenous and non-Indigenous people 


In 2019, Indigenous people generally had perceptions of police performance that were similar to non-Indigenous people. The 
sole exception was in relation to enforcing the laws, which was driven by a less positive perception among First Nations 
people. First Nations people were significantly less likely to say that the police were doing a good job of enforcing the laws 
compared with non-Indigenous people (36% and 47%, respectively). Métis reported similar levels of satisfaction with police 
performance on all of the six measures when compared to non-Indigenous people.26 


Overall in the provinces, perceptions of police performance among Indigenous people were similar regardless of whether 
they lived in urban or rural areas.  


Perceptions of police performance vary among visible minority groups 


Overall, Canadians who identified as belonging to a group designated as visible minority were significantly less likely than non-
visible minorities to say the police were doing a good job on five of the six elements measured, except when it came to promptly 
responding to calls, for which similar proportions said the police were doing a good job. Differences, however, varied among 
Canada’s largest ethnic groups. For example, Chinese Canadians were less likely to say the police were doing a good job on all 
six measures, while Latin Americans (37%) and Southeast Asians (35%) were less likely to say the police were doing a good job 
of enforcing the laws compared with non-visible minorities (49%). With the exception of Latin Americans, Filipino and Arab 
Canadians who had similar views as non-visible minorities, all of the remaining ethnic groups reported lower levels of 
satisfaction with police performance related to treating people fairly. Overall, about one in three (34%) visible minority 
Canadians said the police were doing a good job of treating people fairly, compared with 45% of non-visible minorities. 


It is worth noting that between 20% and 30% of visible minorities reported that they did not know if the police were doing a 
good, average or poor job. 


Established immigrants rate police performance less favourably 


Immigrants were less likely than non-immigrants to say that the police were doing a good job on two out of the six measures: 
being approachable and easy to talk to (46% versus 50%) and treating people fairly (38% versus 43%). Immigrants who had 
been in Canada longer than ten years generally had less positive views compared with non-immigrants. On five out of the six 
measures, these established immigrants were less likely than non-immigrants to say that the police were doing a good job—
with the exception being when it came to promptly responding to calls, for which they held similar views.  


Recent immigrants, on the other hand, generally had the same or more positive opinions about police performance when 
compared to non-immigrants. When it came to promptly responding to calls (47%) and ensuring the safety of the citizens in 
the area (51%), recent immigrants were more likely to say that the police do a good job compared with non-immigrants 
(39% and 45%, respectively). 


Between 19% and 29% of immigrants reported that they did not know if the police were doing a good, average or poor job on each 
of the six performance measures included. These proportions were generally similar among recent and established immigrants. 
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Text box 4 
Canadians’ perceptions of the criminal justice system 


In addition to questions on the perceptions of local police, the 2019 General Social Survey (GSS) on Victimization also asked 
questions regarding Canadians’ perceptions of other aspects of the Canadian justice system, namely, criminal courts and 
prisons. With regards to criminal courts, the GSS asked respondents if they thought the Canadian criminal courts were doing 
a good job, an average job or a poor job of providing justice quickly, helping victims, determining guilt and ensuring a fair trial 
for the accused. Similarly, respondents were asked if they thought that the prison system does a good job, an average job or 
a poor job of supervising and controlling prisoners while in prison, helping prisoners become law-abiding citizens, releasing 
offenders who are not likely to commit another crime and supervising offenders on parole. 


Perceptions about the criminal courts and prisons were generally less positive compared to perceptions related to police 
performance. Among the measures of performance of the criminal courts, Canadians were least likely to say the criminal 
courts were doing a good job of providing justice quickly (10%) or helping victims (14%) (Text box 3 chart). Instead, about 
one in three (31%) and one in five (21%) Canadians thought the criminal courts were doing a poor job on these two 
measures, respectively. Canadians were slightly more likely to say the criminal courts were doing a good job of ensuring a 
fair trial (26%) and determining guilt (19%).  


 


Canadians were even less positive about their perceptions of Canadian prisons. About one in five (18%) said they believed 
prisons are doing a good job of supervising and controlling prisoners while in prison, and about one in ten said the same 
about helping prisoners become law-abiding citizens, releasing offenders, and supervising offenders on parole. 


Notably, about one in three Canadians said they did not know if the criminal courts were doing a good, average or poor job, 
while around half said the same about prisons. 
 


Residents of Ontario report lower levels of satisfaction with police performance, more satisfaction with police in 
Prince Edward Island 


In 2019, there were many provincial variations in Canadians’ level of satisfaction with police performance. Prince Edward 
Island was the only province to report higher levels of satisfaction with police performance on all six measures compared with 
the Canadian provincial average. Quebec residents rated their local police more favourably on five out of the six measures 
(all except for being approachable and easy to talk to) (Table 4). In contrast, compared with all of the provinces, people living 
in Ontario were less likely to say their local police were doing a good job on any of the six measures. 
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Perceptions about police performance also differed regionally, with people living in census agglomerations and rural areas 
having more positive perceptions on all of the measures compared with people living in CMAs (Table 5). Perceptions of 
police also differed among CMAs in a variety of ways ranging from some cities reporting higher levels of satisfaction in police 
performance for most of the measures to others reporting satisfaction with police for some measures but not others. For 
example, Canadians living in Québec, Trois-Rivières and Sherbrooke were more likely to report that their local police do a 
good job on five of the six measures when compared to the overall CMA averages, while lower proportions of people in 
Toronto and Winnipeg said the police were doing a good job on five out of the six measures. 


Similar to what was previously noted about confidence in the police, provincial and regional differences in perceptions of 
police among residents may be partly attributed to the demographic profiles of these areas. 


Summary 


The vast majority of Canadians reported having confidence in the police in 2019, reporting either a great deal (41%) or some 
confidence (49%).  


Prior negative encounters with police was the most influential factor in predicting reported confidence levels (among the 
factors included in the article). People who said they had a negative encounter with the police in the previous year had odds 
almost seven times higher of reporting low confidence in the police. Other factors which negatively impacted Canadians’ 
confidence levels in police included: identifying as a visible minority, an Indigenous person, or a person with a disability. On 
the other hand, being 65 or older reduced the odds of reporting low confidence in the police. 


Between 37% and 49% of Canadians in 2019 felt that the police were doing a good job on the performance measures 
included. Namely, enforcing the laws; promptly responding to calls; being approachable and easy to talk to; supplying 
information to the public on ways to prevent crime; ensuring the safety of the citizens in their area; and treating people fairly. 


Similar to confidence in police, perceptions of police performance were linked to opinions formed by prior experiences with 
police. For example, Canadians who reported a negative police encounter in the previous 12 months were significantly less 
likely to say the police were doing a good job on any of the measure compared with people with no recent police contact, 
while more favourable views were more common among people with recent positive encounters.  


As was the case with confidence in police, some sub-populations also held more positive perceptions of police. Specifically, 
people aged 45 and older generally had more positive views about police performance compared with those aged 15 to 24, 
while visible minorities, and people with disabilities generally had less positive views. Dissimilar to findings related to 
confidence in the police, Indigenous people generally had similar perceptions about police performance as non-Indigenous 
people except in relation to enforcing the laws, which was viewed less favourably among First Nations people. Further, 
established immigrants (those who immigrated to Canada before 2010), had less favourable views on five of the six 
measures, while recent immigrants were more likely than non-immigrants to say that the police were doing a good job of 
promptly responding to calls and ensuring the safety of the citizens in the area. 


Many studies have shown that confidence in and perceptions of police among citizens are associated with several factors 
including their demographic characteristics, socioeconomic status, environmental exposures and prior negative experiences. 
While this article has presented a number of demographic characteristics, and some reported prior negative interactions with 
the police, it is important to consider other factors which have been linked to public perceptions of the police. These would 
include experiences of victimization and factors associated with vulnerability to victimization such as neighbourhood 
characteristics and perceptions of personal safety.  


Methods for logistic regression analysis 


The odds ratios presented throughout this article were the results of multiple regression analysis which was undertaken to 
assess the influence of factors of interest on the level of confidence that Canadians had in police. To simplify the 
interpretation of results, the dependent variable in the model was defined as having low confidence (not very much or no 
confidence at all). All variables listed in Table 1 were included in the model, however, only variables which had a significant 
impact (p < 0.05) were kept in the final model to yield the odds ratios. These variables are: age group, disability status, visible 
minority status, Indigenous identity, religious affiliation and recent contact with police (positive, negative or no contact in the 
previous 12 months). 
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Survey description 


This article uses data from the General Social Survey (GSS) on Canadians’ Safety (Victimization). In 2019, Statistics Canada 
conducted the GSS on Victimization for the seventh time. Previous cycles were conducted in 1988, 1993, 1999, 2004, 2009 
and 2014. The main objective of the GSS on Victimization is to better understand issues related to the safety and security of 
Canadians, including perceptions of crime and the justice system, experiences of intimate partner violence, and how safe 
people feel in their communities.  


The target population was persons aged 15 and older living in the ten Canadian provinces, except for people living full-time in 
institutions. In 2019, the survey was also conducted in the three territories using a different sampling design. However, data 
pertaining to the territories, and to incidents of crime experienced in the previous twelve months for the provinces and 
territories will be released at a later date. 


Data collection 


Data collection took place between April 2019 and March 2020. Responses were obtained by computer-assisted telephone 
interviews (CATI) and, for the first time, the GSS on Victimization offered a self-administered internet collection option to 
survey respondents. Respondents were able to respond in the official language of their choice. 


An individual aged 15 or older was randomly selected within each household to respond to the survey. An oversample of 
Indigenous people was added to the 2019 GSS on Victimization to allow for a more detailed analysis of individuals belonging 
to this population group. 


In 2019, the sample size was 20,454 respondents, this number included an oversample of 3,056 Indigenous people.  


Response rates 


In 2019, the overall response rate was 36.4% (41.0% for the main sample, and 22.2% for the oversample). Non-respondents 
included people who refused to participate, could not be reached, or could not speak English or French. Respondents in the 
sample were weighted so that their responses represent the non-institutionalized Canadian population aged 15 and older. 


Data limitations 


As with any household survey, there are some data limitations. The results are based on a sample and are therefore subject 
to sampling errors. Somewhat different results might have been obtained if the entire population had been surveyed.  


For the quality of estimates, the lower and upper bounds of the confidence intervals are presented in the tables and charts. 
Confidence intervals should be interpreted as follows: If the survey were repeated many times, then 95% of the time 
(or 19 times out of 20), the confidence interval would cover the true population value. Throughout this article, unless 
otherwise specified, statistically significant differences were determined using 95% confidence intervals. 


Statistics Canada has confidence in the quality of the data disseminated from the 2019 GSS and assures that the data are fit for use for 
this analysis. Because of method used to collect information for the GSS, however, the data may not be representative for some 
subpopulations and smaller geographic areas. For example, this would have a more notable impact on populations with language 
barriers, or those in remote areas with less reliable telephone or telecommunications.  
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Notes 


1. At the time that this article was being produced, 2019 General Social Survey data related to incidents of victimization were 
not available. Data pertaining to the territories, and to incidents of crime experienced in the previous twelve months for the 
provinces and territories, will be published at a later date. 


2. Responses of don’t know and not stated are included. For this reason, and because of rounding, total may not add up to 100%. 


3. This article Excludes data from Yukon, the Northwest Territories and Nunavut, which will be published at a later date. 


4. Unless otherwise specified, all differences indicated are statistically significant (p< 0.05). 


5. A census metropolitan area (CMA) is formed by one or more adjacent municipalities centred on a population centre (known 
as the core). A CMA must have a total population of at least 100,000, of which 50,000 or more must live in its core. To be 
included in the CMA, other adjacent municipalities must have a high degree of integration with the core, as measured by 
commuting flows derived from previous census data on place of work. CMAs which had low response counts are not shown. A 
CA is formed by one or more adjacent municipalities centred on a population centre (known as the core). A CA must have a 
core population of at least 10,000. To be included in the CA, other adjacent municipalities must have a high degree of integration 
with the core, as measured by commuting flows derived from previous census data on place of work. In this article, rural areas 
include people in the provinces living outside of CMAs and CAs. Urban areas include people living in a CMA or a CA. 


6. Low confidence refers to reporting not very much or no confidence at all in police. 


7. All variables listed in Table 1 were included in the model, however, only variables which had a significant impact (p < 0.05) 
were kept in the final model. To simplify the interpretation of results, the dependent variable in the model was defined as 
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having low confidence (not very much or no confidence at all). See the section Methods for logistic regression analysis for 
additional details. 


8. Income and victimization data are not included in this report as they were not yet available for analysis at the time of 
release of this article.  


9. Differences between seniors aged 75 and older and all age groups were statistically significant. 


10. The General Social Survey (GSS) on Victimization asked respondents to identify their sex at birth as well as their gender. 
Gender refers to the gender that a person internally feels (gender identity along the gender spectrum) and/or the gender a 
person publicly expresses (gender expression) in their daily life, including at work, while shopping or accessing other 
services, in their housing environment or in the broader community. A person's current gender may differ from the sex a 
person was assigned at birth (female or male) and may differ from what is indicated on their current legal documents. Unless 
otherwise specified, references to men and women, in this article, are in relation to a person’s reported gender (reported on 
the 2019 GSS on Victimization as male or female). 


11. Due to small data counts, estimates for non-binary populations (whose current gender was not reported exclusively as 
male or female) are too unreliable to publish. 


12. The Canadian Survey on Disability is the official source of data on the prevalence of disability in Canada. 


13. People with disabilities refers to people who report a mental or cognitive (learning, developmental, memory, mental 
health-related), or physical (hearing, visual, mobility, flexibility, dexterity, pain) condition that limits their daily activities. 


14. The specific question in the survey asked respondents “Are you an Aboriginal person, that is, First Nations (North 
American Indian), Métis or Inuk (Inuit)?” In the current article, the term Indigenous is used to refer to all First Nations people, 
Métis, and Inuit. Where possible, results are presented for each distinct group. 


15. The estimate for the proportion of Inuit who reported a great deal of confidence in the police was too unreliable to publish. 


16. Difference is not statistically significant. 


17. All factors on Table 1 were included in the model, including having a recent negative encounter. 


18. With the exception of family members’ emotional problems, mental health, or alcohol or drug use reasons (which was 
more common among Indigenous people than non-Indigenous people (10% vs. 2%)), Indigenous and non-Indigenous people 
reported similar reasons for coming into contact with police. 


19. In this article, the non-visible minority population excludes Indigenous people. 


20. Level of trust was measured on a scale of 1 to 5, where 1 meant “No trust at all” and 5 meant “A great deal of trust”. In 
this article, the terms ‘low trust’ and ‘distrust’ are used interchangeably to refer to people who gave a response of 1 or 2 to 
this question.  


21. To analyze the experiences of Indigenous and visible minority participants separately, in this text box, comparisons are 
made to non-visible minorities and non-Indigenous people. 


22. The 2019 General Social Survey on Victimization provided a write-in response option to the question “What is your sexual 
orientation” where respondents could specify their sexual orientation if it was not already listed as a response option 
(Heterosexual, Homosexual, or Bisexual). Due to sample size, those who reported a sexual orientation other than these 
options are grouped under the broad category of sexual orientation not elsewhere classified (n.e.c.).  


23. All characteristics included on Table 1 (with the exception of variables related to contact with the police) were tested, and only 
those that were significantly different are listed here. For the characteristics listed, comparisons are being made to the following 
categories (respectively): married people, visible minorities (particularly South Asian, Black, Filipino and Arab Canadians), 
immigrants (recent and established), people with no disabilities, heterosexual people, people with a university diploma or higher, 
and non-Christians and Muslims. Due to small sample size, comparisons to the Inuit population was not feasible. 


24. Percent calculations presented in this article include “Don’t know” responses. It should be noted that percentage of those 
who gave don’t know responses differ for each population group and for different measures. 


25. Due to small data counts, estimates for non-binary populations are too unreliable to publish. 


26. Data for Inuit are not releasable due to small sample size. 
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Detailed data tables  


Table 1 
Canadians' confidence in police, by selected characteristics, provinces, 2019 


Selected characteristics 


A great deal of 
confidence Some confidence 


Not very much or  
no confidence 


Odds ratio (of 
reporting low 
confidence)1 percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


from to from to from to 


Total population 41 40 42 49 48 50 9 9 10 ... 


Age group (years) 
 15 to 24 36 31 40 53 49 57 11 9 14 Reference category 


25 to 34 32 29 35 54 51 57 14 12 16 1.3 


35 to 44 40 37 43 48* 45 51 12 10 14 1.1 


45 to 54 42* 39 44 49 46 52 9 7 10 0.8 


55 to 64 45* 43 47 48* 45 50 7* 6 8 0.7 


65 to 74 48* 45 50 45* 43 48 6* 5 7 0.7* 


75 and older 53* 50 56 43* 40 46 4* 3 5 0.4*** 


Gender2 
 Male 41 39 42 49 47 50 10 9 11 Reference category 


Female 42 40 43 49 48 51 9* 8 9 n.s. 


Non-binary F F F F F F F F F ... 


Sex 
 Male 41 39 42 49 47 50 10 9 11 Reference category 


Female 42 40 43 49 48 51 9* 8 10 n.s. 


Marital status 
 Married 45 44 47 47 45 48 8 7 8 Reference category 


Common-law 36* 33 39 54* 51 57 10* 8 12 n.s. 


Widowed 48 45 52 44 41 48 6 4 9 n.s. 


Separated 38* 32 43 48 42 54 14* 10 18 n.s. 


Divorced 42 39 46 48 44 51 10 8 12 n.s. 


Single, never married 35* 32 37 53* 50 55 13* 11 15 n.s. 


Indigenous identity 
 Non-Indigenous person 42 40 43 49 48 50 9 9 10 Reference category 


Indigenous person 30* 25 36 53 47 59 16* 12 21 1.9*** 


First Nations 27* 20 35 55 46 64 18* 12 25 ... 


Métis 32* 25 40 52 44 61 15 9 22 ... 


Inuit F F F F F F F F F ... 


See notes at the end of the table. 
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Juristat Article — Public perceptions of the police in Canada’s provinces, 2019 


Table 1 — continued 
Canadians' confidence in police, by selected characteristics, provinces, 2019 


Selected characteristics 


A great deal of 
confidence Some confidence 


Not very much or  
no confidence 


Odds ratio (of 
reporting low 
confidence)1 percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


from to from to from to 


Visible minority status 
 Non-visible minority3 44 43 45 48 46 49 8 7 9 Reference category 


Visible minority 35* 32 37 52* 49 55 13* 11 15 1.5*** 


South Asian 44 38 50 43 37 49 13* 9 18 ... 


Chinese 26* 22 31 59* 54 64 14* 11 19 ... 


Black 38 30 48 43 34 52 18* 11 27 ... 


Filipino 39 31 47 55 47 63 5 3 10 ... 


Arab 37 26 51 43 30 57 20 9 37 ... 


Latin American 35 26 45 47 35 59 17* 10 28 ... 


Southeast Asian 25* 15 38 64* 50 76 11 5 23 ... 


Other4 33* 28 39 56* 50 62 11 7 16 ... 


Immigrant status 
 Non-immigrant 41 40 43 49 48 50 9 8 10 Reference category 


Immigrant 41 38 43 48 46 51 11 9 12 n.s. 


Recent immigrant 46 41 52 44 39 49 9 6 13 ... 


Established immigrant 
(immigrated before 2010) 39 37 42 49 47 52 11 9 13 ... 


Non-permanent residents 39 27 51 52 39 64 8 4 17 n.s. 


Religion 
 No religion 34 32 36 53 51 55 13 12 15 Reference category 


Christian religion 46* 44 47 47* 46 49 7* 6 8 0.6*** 


Non-Christian religion 41* 36 45 47* 43 51 12 10 16 0.8 


Disability 
 Person without disability 43 42 45 48 46 49 8 8 9 Reference category 


Person with disability 37* 35 38 52* 50 54 11* 10 12 ... 


Physical disability 38* 36 40 51* 49 53 11* 9 12 1.3* 


Mental/cognitive disability 33* 30 36 53* 50 56 14* 12 16 1.5* 


Sexual orientation 
 Heterosexual 42 40 43 49 48 50 9 8 10 Reference category 


Lesbian or gay 31* 24 40 54 45 62 15 8 25 n.s. 


Bisexual 25* 17 34 60* 50 70 14 8 22 n.s. 


Sexual orientation n.e.c.5 30 14 52 47 31 64 23* 13 37 n.s. 


See notes at the end of the table. 
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Juristat Article — Public perceptions of the police in Canada’s provinces, 2019 


Table 1 — end 
Canadians' confidence in police, by selected characteristics, provinces, 2019 


Selected characteristics 


A great deal of 
confidence Some confidence 


Not very much or  
no confidence 


Odds ratio (of 
reporting low 
confidence)1 percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


from to from to from to 


Highest level of education 
 No high school diploma 45 41 48 46 42 49 9 7 12 Reference category 


High school diploma 39* 37 42 50 47 52 10 9 12 n.s. 


College or trade diploma 40* 38 42 49 47 51 10 9 12 n.s. 


University diploma or 
higher 42 40 44 49 48 51 8 7 9 n.s. 


Main activity 
 Employed 39 37 40 51 49 52 10 10 11 Reference category 


Looking for paid work 35 22 52 52 36 67 F F F n.s. 


Going to school 44 37 52 48 40 55 8 5 12 n.s. 


Retired 50* 48 52 45* 43 47 5* 4 6 n.s. 


At home6 41 37 46 46 41 51 13 9 17 n.s. 


Other 47 39 56 43 35 52 9 5 14 n.s. 


Contact with police 
 Did not have contact in the 


past 12 months 42 40 43 49 48 51 8 8 9 Reference category 


Had contact in the past 12 
months 40 38 42 48 46 50 11* 10 13 ... 


Positive contact 44* 42 46 48 46 51 7* 6 8 0.7* 


Negative contact 10* 8 14 47 41 53 42* 37 48 6.5*** 


... not applicable 
F too unreliable to be published 
n.s. not significant (applies to odds ratio results only. Variable removed from the final model). 
* significantly different from reference category (p < 0.05) 
*** significantly different from reference category (p < 0.001) 
1. Odds ratios represent the odds of reporting not very much or no confidence at all in the police. Final model only includes variables which were significant. 
Odds ratios presented for physical, and mental or cognitive disability excludes people who reported having both a physical, and mental or cognitive disability 
(they were included in the final model but not shown in the table). 
2. The General Social Survey on Canadians' Safety (Victimization) asked respondents to identify their gender as well as their sex at birth. Gender refers to the 
gender that a person internally feels (gender identity along the gender spectrum) and/or the gender a person publicly expresses (gender expression) in their 
daily life, including at work, while shopping or accessing other services, in their housing environment or in the broader community. A person's current gender 
may differ from the sex they were assigned at birth (female or male) and may differ from what is indicated on their current legal documents. Non-binary refers 
to individuals whose current gender was not reported exclusively as male or female. 
3. Excludes Indigenous people. 
4. Includes individuals who identified as belonging to multiple groups designated as visible minority. 
5. n.e.c. not elsewhere classified. 
6. Includes individuals who stated that in the past 12 months they were caring for their children; doing household work; were on maternity, paternity or parental 
leave; or had a long-term illness. 
Note: Percent calculations include missing responses. Excludes data from Yukon, the Northwest Territories and Nunavut. 
Source: Statistics Canada, General Social Survey. 
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Juristat Article — Public perceptions of the police in Canada’s provinces, 2019 


Table 2 
Canadians' perceptions of police, by selected characteristics, provinces, 2019 


Selected characteristics 


The local police do a good job of... 


Enforcing the laws Promptly responding to calls 
Being approachable and  


easy to talk to 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


from to from to from to 


Total population 46 45 47 40 39 41 49 48 50 


Age group (years) 
 15 to 24† 43 38 47 40 36 44 43 39 48 


25 to 34 40 37 43 36 33 39 42 39 45 


35 to 44 45 42 47 39 37 42 51* 48 53 


45 to 54 48* 45 50 39 37 42 50* 47 53 


55 to 64 50* 48 52 40 38 42 51* 49 53 


65 to 74 51* 49 54 44 42 47 56* 53 58 


75 and older 52* 49 55 45 42 48 56* 53 59 


Gender1 
 Male† 46 44 48 41 39 43 50 48 51 


Female 47 45 48 39 37 41 49 47 50 


Non-binary F F F F F F F F F 


Sex 
 Male† 46 44 48 41 39 43 50 48 51 


Female 47 45 48 39 37 40 49 47 50 


Marital status 
 Married† 47 45 48 39 38 41 50 49 52 


Common-law 49 45 52 42 39 45 48 45 52 


Widowed 51* 48 55 44* 41 48 57* 54 61 


Separated 52 46 58 45 40 51 54 49 60 


Divorced 49 46 53 41 38 45 54 51 58 


Single, never married 43* 40 45 39 36 41 44* 41 47 


Indigenous identity 
 Non-Indigenous person† 47 45 48 40 39 41 49 48 50 


Indigenous person 39* 32 45 38 32 44 44 39 50 


First Nations 36* 28 45 38 30 48 41 33 50 


Métis 40 32 49 39 31 47 48 40 57 


Inuit F F F F F F F F F 


Visible minority status 
 Non-visible minority†, 2 49 48 51 41 39 42 53 51 54 


Visible minority 40* 37 42 38 36 41 40* 38 43 


South Asian 44 38 51 46 39 52 46* 40 52 


Chinese 29* 24 34 28* 23 33 32* 27 37 


Black 47 38 56 45 36 54 43* 35 52 


Filipino 43 35 52 42 35 50 48 40 57 


Arab 42 29 55 51 37 64 46 34 60 


Latin American 37* 27 48 40 30 51 40* 30 51 


Southeast Asian 35* 23 49 32 21 46 40 27 54 


Other3 43* 37 49 36 31 42 38* 33 44 


Immigrant status 
 Non-immigrant† 47 46 48 39 38 41 50 49 52 


Immigrant 45 42 47 41 38 43 46* 43 48 


Recent immigrant 49 44 54 47* 42 52 50 45 56 


Established immigrant (immigrated 
before 2010) 44* 41 47 39 36 42 45* 42 48 


Non-permanent residents 45 33 57 51 39 63 49 37 62 


See notes at the end of the table. 
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Juristat Article — Public perceptions of the police in Canada’s provinces, 2019 


Table 2 — continued 
Canadians' perceptions of police, by selected characteristics, provinces, 2019 


Selected characteristics 


The local police do a good job of... 


Enforcing the laws Promptly responding to calls 
Being approachable and  


easy to talk to 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


from to from to from to 


Religion 
 No religion† 40 38 43 35 33 37 43 41 45 


Christian religion 50* 49 52 43* 41 44 54* 52 55 


Non-Christian religion 44 40 49 41* 37 45 43 38 48 


Disability 
 Person without disability† 48 47 50 41 39 42 50 49 52 


Person with disability 42* 40 44 39 37 40 47* 45 49 


Physical disability 44* 42 46 38* 36 40 48 46 51 


Mental/cognitive disability 39* 36 43 37* 34 40 43* 40 46 


Sexual orientation 
 Heterosexual† 47 46 48 40 39 41 50 49 51 


Lesbian or gay 42 34 50 41 33 50 47 39 55 


Bisexual 25* 18 35 40 29 52 34* 25 44 


Sexual orientation n.e.c.4 36 19 56 34 18 54 24* 14 38 


Highest level of education 
 No high school diploma† 49 45 52 44 40 48 52 48 55 


High school diploma 46 44 48 40 38 43 50 48 53 


College or trade diploma 47 45 49 40* 38 42 51 49 53 


University diploma or higher 46 44 48 39* 37 41 47* 45 48 


Main activity 
 Employed† 45 44 46 38 37 40 47 46 49 


Looking for paid work 34 21 50 31 18 47 34 22 49 


Going to school 49 41 57 49* 41 56 52 45 60 


Retired 52* 50 54 44* 42 46 55* 53 57 


At home5 42 37 47 39 34 44 47 42 52 


Other 48 40 56 45 36 54 61* 52 69 


Contact with police 
 Did not have contact in the past 12 


months† 47 45 48 39 38 41 47 46 49 


Had contact in the past 12 months 45 43 47 41 39 43 53* 51 55 


Positive contact 50* 48 52 44* 42 47 58* 56 60 


Negative contact 15* 12 19 16* 13 21 17* 13 21 


See notes at the end of the table. 
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Juristat Article — Public perceptions of the police in Canada’s provinces, 2019 


Table 2 — continued 
Canadians' perceptions of police, by selected characteristics, provinces, 2019 


Selected characteristics 


The local police do a good job of... 


Supplying information to the public 
on ways to prevent crime 


Ensuring the safety of the 
citizens in the area Treating people fairly 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


from to from to from to 


Total population 37 36 38 44 43 46 42 41 43 


Age group (years) 
 15 to 24† 34 30 39 44 39 48 40 36 44 


25 to 34 30 28 33 40 37 44 37 34 40 


35 to 44 36 33 38 43 41 46 42 40 45 


45 to 54 35 33 37 44 41 47 42 39 44 


55 to 64 39* 37 42 44 42 47 40 38 43 


65 to 74 46* 43 48 49* 47 51 46* 44 49 


75 and older 46* 43 48 50* 48 53 49* 46 52 


Gender1 
 Male† 37 36 39 45 44 47 43 42 45 


Female 37 36 39 44 42 45 40* 38 42 


Non-binary F F F F F F F F F 


Sex 
 Male† 37 36 39 45 44 47 44 42 45 


Female 37 36 39 44 42 45 40* 38 41 


Marital status 
 Married† 38 37 40 44 43 46 42 41 44 


Common-law 36 33 39 47 44 50 41 38 44 


Widowed 46* 42 49 48* 45 52 47* 43 51 


Separated 43 38 49 48 42 54 45 39 50 


Divorced 38 35 42 46 42 49 40 37 44 


Single, never married 34* 31 36 43 40 45 40 37 42 


Indigenous identity 
 Non-Indigenous person† 37 36 38 45 44 46 42 41 43 


Indigenous person 38 32 44 42 36 49 41 35 47 


First Nations 38 30 46 40 32 48 37 29 46 


Métis 39 31 48 45 37 54 46 37 55 


Inuit F F F F F F F F F 


Visible minority status 
 Non-visible minority†, 2 39 38 41 47 46 48 45 43 46 


Visible minority 31* 29 34 39* 36 41 34* 31 36 


South Asian 33* 28 39 41 35 47 37* 31 43 


Chinese 22* 17 27 25* 21 30 28* 24 33 


Black 40 32 48 51 42 60 32* 24 41 


Filipino 41 33 49 48 40 56 45 37 54 


Arab 26* 16 38 46 33 60 38 26 52 


Latin American 30 21 41 31* 22 41 37 26 49 


Southeast Asian 27* 16 40 34 22 48 25* 15 38 


Other3 33* 27 39 42 36 48 31* 26 36 


Immigrant status 
 Non-immigrant† 38 36 39 45 44 46 43 42 44 


Immigrant 35 33 38 42 40 45 38* 36 41 


Recent immigrant 39 34 45 51* 46 57 48 43 53 


Established immigrant 
(immigrated before 2010) 34* 32 37 40* 37 43 36* 33 38 


Non-permanent residents 42 30 55 51 39 63 47 35 59 


See notes at the end of the table. 


  







Statistics Canada—Catalogue no. 85-002-X 


 


 26 


Juristat Article — Public perceptions of the police in Canada’s provinces, 2019 


Table 2 — end 
Canadians' perceptions of police, by selected characteristics, provinces, 2019 


Selected characteristics 


The local police do a good job of... 


Supplying information to the public 
on ways to prevent crime 


Ensuring the safety of the 
citizens in the area Treating people fairly 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


from to from to from to 


Religion 
 No religion† 31 29 33 39 37 41 36 34 38 


Christian religion 42* 40 43 49* 47 50 46* 45 48 


Non-Christian religion 31 27 35 40 36 45 35 31 39 


Disability 
 Person without disability† 38 36 39 46 45 48 43 42 45 


Person with disability 37 35 38 41* 39 43 39* 37 41 


Physical disability 38 36 40 41* 39 43 40* 38 42 


Mental/cognitive disability 33* 30 37 38* 35 41 36* 33 39 


Sexual orientation 
 Heterosexual† 38 36 39 45 44 46 42 41 43 


Lesbian or gay 31 24 39 39 31 48 38 30 47 


Bisexual 29 19 41 33* 24 44 36 26 48 


Sexual orientation n.e.c.4 30 14 52 36 20 55 30 14 51 


Highest level of education 
 No high school diploma† 41 37 44 49 45 52 49 46 53 


High school diploma 39 37 42 46 43 48 41* 39 44 


College or trade diploma 39 37 41 46 44 48 43* 41 45 


University diploma or higher 33* 31 35 42* 40 44 39* 37 41 


Main activity 
 Employed† 35 33 36 43 42 44 40 39 41 


Looking for paid work 35 22 50 37 23 53 30 18 45 


Going to school 43* 35 51 50 42 58 43 36 51 


Retired 45* 43 47 49* 47 51 47* 45 49 


At home5 39 34 44 42 37 47 41 36 46 


Other 37 30 45 46 37 54 48 40 57 


Contact with police 
 Did not have contact in the past 


12 months† 37 36 39 45 43 46 41 40 43 


Had contact in the past 12 
months 37 36 39 44 42 46 42 40 44 


Positive contact 41* 39 43 48* 46 50 46* 44 48 


Negative contact 12* 9 16 16* 12 20 16* 12 20 


F too unreliable to be published 
* significantly different from reference category (p < 0.05) 
† reference category 
1. The General Social Survey on Canadians' Safety (Victimization) asked respondents to identify their gender as well as their sex at birth. Gender refers to the 
gender that a person internally feels (gender identity along the gender spectrum) and/or the gender a person publicly expresses (gender expression) in their 
daily life, including at work, while shopping or accessing other services, in their housing environment or in the broader community. A person's current gender 
may differ from the sex they were was assigned at birth (female or male) and may differ from what is indicated on their current legal documents. Non-binary 
refers to individuals whose current gender was not reported exclusively as male or female. 
2. Excludes Indigenous people. 
3. Includes individuals who identified as belonging to multiple groups designated as visible minority. 
4. n.e.c. not elsewhere classified. 
5. Includes individuals who stated that in the past 12 months they were caring for their children; doing household work; were on maternity, paternity or parental 
leave; or had a long-term illness. 
Note: This table presents the proportion of respondents who reported that the police did a good job for the various measures. The remainder of the responses 
include those who felt that the police do an average job or a poor job as well as those who said they did not know. It should be noted that percentage of those who 
gave don’t know responses differ for each population group and for different measures. Excludes data from Yukon, the Northwest Territories and Nunavut. 
Source: Statistics Canada, General Social Survey. 
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Juristat Article — Public perceptions of the police in Canada’s provinces, 2019 


Table 3 
Canadians' perceptions of police, by reason for police contact, provinces, 2019 


Reason for police contact 


The local police do a good job of... 


Enforcing the laws 
Promptly responding 


 to calls 
Being approachable and 


easy to talk to 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


from to from to from to 


Contact with police in the 
previous 12 months 45 43 47 41 39 43 53* 51 55 


Public information session 51 46 57 44 39 49 63* 58 68 


Work or volunteering 50 46 53 41 38 44 59* 55 62 


Traffic violation 47 44 50 41 37 44 48 45 51 


Victim of a crime 32* 28 37 37 32 42 49 43 54 


Witness to a crime 41* 36 46 42 37 47 51 45 56 


Being arrested F F F F F F F F F 


Emotional problems, mental 
health, or alcohol or drug use 34* 22 47 44 31 59 42 30 56 


Family member's emotional 
problems, mental health, or 
alcohol or drug use 37* 30 44 40 33 47 52 45 59 


Other reasons 42* 38 46 41 36 45 52* 47 56 


No contact with police in the 
previous 12 months† 47 45 48 39 38 41 47 46 49 


 


 


Reason for police contact 


The local police do a good job of... 


Supplying information to the 
public on ways to prevent crime 


Ensuring the safety of the 
citizens in the area Treating people fairly 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


from to from to from to 


Contact with police in the 
previous 12 months 37 36 39 44 42 46 42 40 44 


Public information session 51* 46 56 52* 47 57 49* 44 54 


Work or volunteering 41* 38 44 47 44 50 48* 45 52 


Traffic violation 36 33 39 46 43 50 39 35 42 


Victim of a crime 33 28 38 34* 30 39 42 37 47 


Witness to a crime 35 31 40 38* 34 43 41 36 47 


Being arrested F F F F F F F F F 


Emotional problems, mental 
health, or alcohol or drug use 36 24 50 44 31 58 30 19 43 


Family member's emotional 
problems, mental health, or 
alcohol or drug use 34 28 41 38* 31 45 38 31 45 


Other reasons 30* 26 34 38* 34 43 37* 33 41 


No contact with police in the 
previous 12 months† 37 36 39 45 43 46 41 40 43 


F too unreliable to be published 
* significantly different from reference category (p < 0.05) 
† reference category 
Note: This table presents the proportion of respondents who reported that the police did a good job for the various measures. The remainder of the 
responses include those who felt that the police do an average job or a poor job as well as those who said they did not know. It should be noted that 
percentage of those who gave don’t know responses differ for different measures. Excludes data from Yukon, the Northwest Territories and Nunavut. 
Source: Statistics Canada, General Social Survey. 
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Juristat Article — Public perceptions of the police in Canada’s provinces, 2019 


Table 4 
Canadians' perceptions of police, by province, 2019 


Province 


The local police do a good job of... 


Enforcing the laws Promptly responding to calls 
Being approachable and  


easy to talk to 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


from to from to from to 


Newfoundland and 
Labrador 44 40 48 37 33 41 60* 57 64 


Prince Edward Island 61* 56 67 55* 50 61 66* 61 71 


Nova Scotia 43 39 47 45* 41 49 54* 50 58 


New Brunswick 47 43 50 44 40 47 55* 51 59 


Quebec 60* 57 62 49* 47 52 47 45 50 


Ontario 42* 40 44 37* 36 39 46* 44 48 


Manitoba 38* 34 41 31* 28 35 50 46 53 


Saskatchewan 46 42 49 36* 32 39 59* 56 62 


Alberta 44 41 47 35* 32 38 56* 52 59 


British Columbia 42* 39 45 37 35 40 49 46 52 


Canada† 46 45 47 40 39 41 49 48 50 


 


 


Province 


The local police do a good job of... 


Supplying information to the 
public on ways to prevent crime 


Ensuring the safety of the  
citizens in the area Treating people fairly 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


from to from to from to 


Newfoundland and 
Labrador 47* 44 51 52* 48 56 53* 49 57 


Prince Edward Island 51* 45 57 63* 58 68 61* 56 67 


Nova Scotia 37 33 40 45 41 49 40 36 44 


New Brunswick 38 34 42 47 43 50 50* 46 53 


Quebec 41* 38 43 54* 52 57 48* 46 51 


Ontario 34* 32 36 40* 38 42 36* 34 38 


Manitoba 37 34 41 36* 33 40 39 36 43 


Saskatchewan 44* 40 47 47 43 51 50* 46 54 


Alberta 43* 40 46 46 43 48 46* 43 49 


British Columbia 33* 31 36 40* 37 43 40 37 43 


Canada† 37 36 38 44 43 46 42 41 43 


* significantly different from reference category (p < 0.05) 
† reference category 
Note: This table presents the proportion of respondents who reported that the police did a good job for the various measures. The remainder of the 
responses include those who felt that the police do an average job or a poor job as well as those who said they did not know. It should be noted that 
percentage of those who gave don’t know responses differ for each province and for different measures. Excludes data from Yukon, the Northwest 
Territories and Nunavut. 
Source: Statistics Canada, General Social Survey. 
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Juristat Article — Public perceptions of the police in Canada’s provinces, 2019 


Table 5 
Canadians' perceptions of police, by census metropolitan area, 2019 


Census metropolitan area 
(CMA) 


The local police do a good job of... 


Enforcing the laws Promptly responding to calls 
Being approachable and  


easy to talk to 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


from to from to from to 


St. John's 44 39 49 34 29 39 55* 49 60 


Halifax 42 36 47 46* 40 51 50 44 55 


Moncton 49 41 58 46 38 55 59* 50 67 


Saint John 47 40 54 46* 39 54 56* 49 63 


Saguenay 66* 52 78 51 37 66 58 44 71 


Québec 72* 65 78 54* 46 61 50 42 58 


Sherbrooke 74* 59 85 62* 47 75 56 40 71 


Trois-Rivières 78* 61 89 56* 40 70 70* 53 83 


Montréal 52* 48 56 45* 41 49 42* 38 45 


Gatineau1 60* 49 70 47 36 59 49 37 60 


Ottawa2 40 34 47 33 27 39 40 34 47 


Oshawa 48 36 60 44 32 56 52 40 64 


Toronto 40* 37 43 36 33 39 42* 39 45 


Hamilton 39 31 47 33 24 42 43 36 51 


St. Catharines–Niagara 40 29 52 43 31 56 45 33 57 


Kitchener–Cambridge–
Waterloo 48 37 60 46 35 58 60* 49 70 


London 38 29 48 37 27 47 51 41 60 


Windsor 44 30 59 36 24 51 50 36 64 


Greater Sudbury 46 28 66 30 14 52 43 26 63 


Winnipeg 31* 27 35 25* 21 30 40* 36 45 


Regina 44 37 51 30* 24 36 50 43 57 


Saskatoon 43 37 49 36 30 42 54* 48 61 


Calgary 46 40 51 36 31 41 55* 49 60 


Edmonton 38* 33 44 29* 24 35 52* 46 58 


Kelowna 40 31 49 40 31 49 44 35 53 


Abbotsford–Mission 52 42 62 40 31 50 48 38 58 


Vancouver 39* 35 43 36 32 40 45 41 49 


Victoria 44 37 50 37 31 43 49 43 56 


All CMAs† 45 43 46 39 37 40 46 45 48 


All census agglomerations 
(CAs) 49* 46 52 44* 41 47 53* 50 56 


Non-CMA/CA3 52* 49 55 43* 41 46 59* 56 62 


See notes at the end of the table. 
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Juristat Article — Public perceptions of the police in Canada’s provinces, 2019 


Table 5 — end 
Canadians' perceptions of police, by census metropolitan area, 2019 


Census metropolitan area 
(CMA) 


The local police do a good job of... 


Supplying information to the 
public on ways to prevent crime 


Ensuring the safety of the  
citizens in the area Treating people fairly 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


percent 


95% confidence 
interval 


from to from to from to 


St. John's 45* 40 50 43 38 48 45* 40 50 


Halifax 35 30 41 42 36 47 34 29 40 


Moncton 42 34 50 47 39 55 53* 45 62 


Saint John 37 31 43 45 39 52 46* 39 53 


Saguenay 47 34 61 62* 47 75 51 37 66 


Québec 45* 37 53 67* 60 73 59* 51 66 


Sherbrooke 62* 46 76 65* 49 78 61* 44 75 


Trois-Rivières 50 35 64 67* 51 80 69* 52 82 


Montréal 33 30 37 46* 43 50 40 36 44 


Gatineau1 44 34 55 63* 51 74 38 28 50 


Ottawa2 28* 22 34 37 31 44 27* 22 33 


Oshawa 36 26 48 50 38 62 30 20 42 


Toronto 29* 27 32 37* 34 40 33* 30 36 


Hamilton 34 26 43 37 29 45 33 26 40 


St. Catharines–Niagara 43 31 56 47 35 60 42 30 54 


Kitchener–Cambridge–
Waterloo 44 33 56 49 38 61 45 34 57 


London 45* 35 55 41 31 52 38 29 49 


Windsor 44 31 58 51 36 65 48 34 62 


Greater Sudbury 34 18 55 44 26 64 40 22 60 


Winnipeg 32 28 37 29* 25 33 30* 26 34 


Regina 36 30 42 39 33 46 40 33 47 


Saskatoon 39 34 46 46 40 52 46* 40 52 


Calgary 40 34 46 43 38 48 46* 41 52 


Edmonton 40* 35 46 42 37 47 40 35 45 


Kelowna 34 26 42 31* 23 39 36 28 46 


Abbotsford–Mission 48* 38 57 54* 44 63 42 33 52 


Vancouver 32 28 36 37* 33 41 37 33 41 


Victoria 32 27 38 43 37 49 39 33 45 


All CMAs† 35 34 36 42 41 44 39 37 40 


All census agglomerations 
(CAs) 42* 39 44 47* 44 49 45* 42 47 


Non-CMA/CA3 44* 41 47 52* 50 55 53* 51 56 


* significantly different from reference category (p < 0.05) 
† reference category 
1. Gatineau refers to the Quebec part of the Ottawa-Gatineau CMA. 
2. Ottawa refers to the Ontario part of the Ottawa-Gatineau CMA. 
3. Represents rural areas and small towns. 
Note: A CMA is formed by one or more adjacent municipalities centred on a population centre (known as the core). A CMA must have a total population of at 
least 100,000, of which 50,000 or more must live in its core. To be included in the CMA, other adjacent municipalities must have a high degree of integration 
with the core, as measured by commuting flows derived from previous census data on place of work. A CA is formed by one or more adjacent municipalities 
centred on a population centre (known as the core). A CA must have a core population of at least 10,000. To be included in the CA, other adjacent 
municipalities must have a high degree of integration with the core, as measured by commuting flows derived from previous census data on place of work. 
CMAs which had low response counts are not shown. This table presents the proportion of respondents who reported that the police did a good job for the 
various measures. The remainder of the responses include those who felt that the police do an average job or a poor job as well as those who said they did 
not know. It should be noted that percentage of those who gave don’t know responses differ geographically and for different measures. Excludes data from 
Yukon, the Northwest Territories and Nunavut. 
Source: Statistics Canada, General Social Survey. 


 








January 05, 2021 


Honourable Sylvia Jones 
Solicitor General of Ontario 
George Drew Building, 18th Floor 
25 Grosvenor Street 
Toronto, Ontario   M7A 1Y6 


RE:  Request for a review of the Province’s Use of Force Model 


Dear Minister Jones, 


On August 18, 2020, the Toronto Police Services Board approved a report entitled “Police 
Reform in Toronto: Systemic Racism, Alternative Community Safety and Crisis Response 
Models and Building New Confidence in Public Safety.” The Board Minute is enclosed with this 
letter. 


The report included a recommendation directing the Chair and Executive Director, on behalf of 
the Board, to advocate for and recommend to the province that the Ministry of the Solicitor 
General:  


a. conduct a review of the current provincial Use of Force Model with input from all
relevant stakeholders, including police services boards, community organizations and
persons with lived experience;


b. ensure any new provincial model focuses on de-escalation and minimizes use of force,
especially with people in crisis; and,


c. rename the provincial Use of Force Model the ‘De-Escalation Model.’ (Recommendation
48 in the Board Report referenced above)


The above Board direction followed similar recommendations made to the Board by its Mental 
Health and Addictions Advisory Panel (MHAAP) and Anti-Racism Advisory Panel (ARAP) in 
their reports of July 23, 2020 and July 24, 2020, respectively, which were attached as Appendix 
F and Appendix G, respectively, to the above Board Minute (and also enclosed with this letter). 


As you know, this is not the first call for a re-examination of Ontario’s Use of Force Model, 
which was originally published in 2004. Over the years since, many independent reviews, 
inquests and other reports have recommended revisions of various types to the existing model – 
and, one consistent theme in these recommendations has been for a new, updated model to more 
explicitly emphasize an ongoing de-escalation focus in interactions between police and members 
of the public, with any type of use of force being a very last resort.   







For example, in 2016, Ontario’s Ombudsman Paul Dubé published “A Matter of Life and Death: 
Investigation into the direction provided by the Ministry of Community Safety and Correctional 
Services (MCSCS) to Ontario’s police services for de-escalation of conflict situations.” This 
report included a recommendation (#3) that called on the Ministry to “institute a new use of force 
model that is easy to understand and clearly identifies de-escalation options rather than just use 
of force options.” As you are aware, in response to this recommendation, a team led by 
University of Toronto Professor Judith Andersen was engaged by the Ministry and their work led 
to the submission of two reports: “The Science Behind De-escalation and Use of Force Decision-
Making: Policy Recommendations for Police Training, Scientific Literature Review and Applied 
Data Synthesis” (2017), and “Decision Model for Police Encounters: A Science-Based Approach 
for Decision Making in Police Encounters” (2018), which included a specific proposal for a new 
model to replace Ontario’s existing Use of Force Model. 


The Board recognizes that there is much research that has been conducted in this field, 
provincially and internationally, and that various alternative approaches have been recommended 
over the years.  Without supporting any specific alternative, the Board encourages you to make 
use of all the resources already available to quickly develop, consult with stakeholders, and 
ultimately adopt a revised model that places an emphasis on de-escalation and recognizes the 
two-way nature of escalation and de-escalation in an interaction between a police officer and a 
member of the public. Such a revised model, and an accompanying robust update to the use of 
force training program currently provided, would allow the Toronto Police Service and other 
police services in Ontario, to improve the direction and quality of the training it provides to its 
officers when it comes to de-escalation and use of force.  All of this will ultimately serve to 
improve the delivery of police services to the public. 


The Board welcomes the opportunity to discuss this request with you and Deputy Minister Di 
Tommaso in more detail. It would be appreciated if you could have your office contact Ms. Sheri 
Chapman, Executive Assistant to the Chair, to arrange a meeting. Ms. Chapman can be reached 
at sheri.chapman@tpsb.ca. 


Thank you for your consideration. 


Yours truly, 


Jim Hart Ryan Teschner 
Chair Executive Director and Chief of Staff 


Encl.  (1) Board Minute No. P129/2020  
(2)Appendix F - recommendations made to the Board by its Mental Health and


Addictions Advisory Panel (MHAAP)
(3)Appendix G - recommendations made to the Board by Anti-Racism Advisory Panel


(ARAP)







 


 


 
Copy:  Mr. Mario Di Tommaso, Deputy Solicitor General, Community Safety 


His Worship John Tory, Mayor, City of Toronto 
Ms. Jennifer Chambers, Co-Chair, MHAAP 
Mr. Steve Lurie, Co-Chair, MHAAP 
Mr. Ainsworth Morgan, Co-Chair, ARAP 
Mr. Anthony Morgan, Co-Chair, ARAP 
Chief James Ramer, Toronto Police Service 
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This is an Extract from the Minutes of the Virtual Public Meeting of the Toronto 


Police Services Board that was held on August 18, 2020 


 


P129. Policing Reform Initiatives and Accompanying Presentations   
 


The Board was in receipt of presentations and three separate reports regarding current 


events.  


Deputations:  
 
Kris Langenfeld 
Derek Moran 
John Sewell 
Morgan Lockhart 
Dylan Gunaratne 
Ena Chadha, Chief Commissioner, Ontario Human Rights Commission 
Scout R 
Kris Langenfeld 
Dallas Jokic 
Berkley Staite 
Steve Lurie 
Alex Lepianka 
Marie Glass 
Ryan Murdock 
Jennifer Chambers 
Rachel Bromberg 
Jade Armstrong 
Anders Yates 
Jason Prolas 
Howard . Morton 
Luke Ottenhof 
Amy Todd 
Pax Santos 
Serena Purdy 
Emma McKay 
Rebecca Amoah 
Emma Wildeman 
Vanessa Campbell 
Derek Moran,  
Jacqueline Edwards 
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Twoey Gray 
Tom Hobson 
Miguel Avila-Velarde 
Karita 
Norman Gardner 


 
Written Submissions: 
 


Information and Privacy Commissioner of Ontario 
John Cartwright, Toronto and York Region Labour Council  
Kathryn Wells 
Katias Yee 
Mackenzie Kinmond 
Alex Mlynek 
Howard F. Morton, Law Union of Ontario 
Estarmir Hernandez 
Matthew McMahon 
Nicole Corrado 
Tynan Bramberger 
Hans Tim 
Diedra Wandel 
Bev Solomon 


 


a. August 10, 2020 from Jim Hart, Chair 


Re: Police Reform in Toronto: Systemic Racism, Alternative 


Community Safety and Crisis Response Models and Building New 


Confidence in Public Safety 


  


 


The Board was in receipt of a report dated August 10, 2020 from Jim Hart, Chair.  


 


Recommendation(s): 


 


It is recommended that the Board approve the recommendations listed at 


Appendix A.  


 


The recommendations listed in Appendix A were as follows: 


 


It is recommended that the Board: 
 


1. Direct the Executive Director to: 
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a. Work with the Service, City Manager and other stakeholders to identify the 
categories of calls that might be addressed by a non-police response. 
(City Council #1; Board #4; MHAAP #26; ARAP #11) 


b. Work with the City Manager, Government of Ontario, community based 
mental health and addictions service providers, organization representing 
people with mental health and/or addictions issues and other stakeholders 
to develop new and enhance existing alternative models of community 
safety response, including mobile mental health and addictions crisis 
intervention. (City Council #1 and 18; Board #4, MHAAP #25; ARAP #10) 


c. Work with the Service, and others including the Auditor General, to identify 
non-core policing services that can be delivered by alternative service 
providers, as well as other opportunities for improved service delivery by 
the Service itself (subject to the requirement that provincial Adequacy 
Standards for policing continue to be met) 


d. Work with the Service, and others including the Auditor General, to identify 
funding or areas of funding currently allocated to policing that can 
potentially be re-allocated to support alternative community safety models 
and/or fund other City of Toronto programming and services that 
contribute to community safety. 


e. Work with the City of Toronto and the Service to develop community-
based asset mapping to determine the most effective crisis response 
models that would work best for Toronto, including the services that 
currently exist that can support individuals in crisis. (MHAAP #5; ARAP 
#19) 


f. Engage the Service to detail potential reductions to the Toronto Police 
Service budget that would result from any proposed changes to the 
current community safety response model, once the details of this 
alternative model are developed. (City Council #1) 


g. Engage MHAAP and ARAP in the above efforts. (City Council #1; Board 
#4; ARAP #11; MHAAP #26 ) 


h. Engage the CABR Unit and other experts to ensure that an anti-Black 
racism analysis is employed in the development and implementation of 
any alternative models to public safety response. (CABR #18.2) 


i. Provide an opportunity for broad community and public consultation in the 
above efforts. (City Council #1; Board #4; ARAP #11; MHAAP #26) 


 
2. Direct the Chief of Police to work with the Executive Director and Board Staff in 


the above efforts, including providing access to the Service Members, data and 
other resources necessary to perform this work. 


 
3. Direct the Chief of Police to report to the Board on the outcome of crisis calls 


made to the Service (e.g., referral to services, apprehensions, etc.) in 2019 and 
2020, and going forward on an annual basis, for the city in aggregate and per 
police division. (MHAAP #5; ARAP #19) 
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4. Direct the Chief of Police to prioritize and create a plan to implement, as soon as 
feasible, an immediate expansion of the MCIT program in partnership with 
existing community-based crisis services, including peer support, to meet current 
demands for mental health-related service calls, recognizing the need for the 
Service’s partners to secure necessary funding for this expansion, with a view to 
providing MCIT services 24 hours a day, seven days a week, and across all 
Divisions. (City Council #5; Board #4; MHAAP #2 and 25; ARAP #10 and 16) 
 


5. Direct the Chief of Police to include in that plan provisions for:  
 


a. implementation oversight, including routine monitoring, evaluation and 
benchmarks for success; (MHAAP #6; ARAP #20) 


b. follow-up for individuals after an MCIT response, which should be 
delivered in partnership with community-based mental health and 
addictions service providers including ethno-racial specific services, 
provide connection to ongoing supports including case management when 
needed, and ensure individuals who could benefit are referred to Mental 
Health and Justice and community-based crisis prevention programs 
and/or the FOCUS table; (MHAAP #7; ARAP #21) 


c. quarterly meetings at the Divisional level with community-based mental 
health and addictions agencies within Divisions to plan for a co-ordinated 
approach to crisis response and prevention, and to align their strategies 
with existing community-based planning tables as appropriate; (MHAAP 
#9; ARAP #23) 


d. a culturally responsive approach consistent with the commitment to equity 
and anti-racism outlined in the Service’s Mental Health and Addictions 
Strategy; (MHAAP #10; ARAP #24) 


e. recruitment criteria for participating police and health care providers, which 
should include a demonstrated ability for anti-racist and anti-oppressive 
practice, commitment to human rights, and awareness of lived experience 
of mental health and/or addictions related issues; (MHAAP #10; ARAP 
#24) 


f. ongoing quality improvement of program operations through data 
collection and reporting on MCIT interventions, services provided and 
outcomes, which should include: 


i. anonymization and aggregation for public dissemination through 
regular reports to the Board; 


ii. mandatory race-based data collection for MCIT service calls, which 
collection should be prioritized for implementation; 


iii. gender-based data collection that should include non-binary gender 
options; 


iv. public reporting through reports to the Board on MCIT service call 
outcomes, including apprehensions made under the Mental Health 
Act (MHA); 


v. public reporting through reports to the Board on service outcome 
disparities by race, gender identity or other client information; 
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vi. cross-referencing MCIT service call outcomes with emergency 
department data (through the Institute for Clinical Evaluation 
Sciences) to understand how MHA apprehensions result in hospital 
admissions; and 


vii. provision for any public data reporting to be reviewed by MHAAP 
and ARAP prior to public release. (MHAAP #11; ARAP #25) 


 
6. Direct the Chief of Police to present his plans for expanding the MCIT to MHAAP 


for review and feedback. (MHAAP #6; ARAP #20) 
 


7. Direct the Chief of Police to fund the expansion of the MCIT program from within 
the current 2020 Toronto Police Service Operating Budget, including any 
appropriate reserves, and to continue to fund the expanded MCIT program 
without a request for additional funding in the 2021 budget request. (City Council 
#5; Board #4; MHAAP #2 and 10; ARAP #25) 
 


8. Direct the Chief of Police to expand the existing MCIT Steering Committee to 
include representatives from MHAAP and ARAP, Executive Directors/CEOs of 
community-based mental health and addictions agencies, a representative of the 
CABR unit, delegates of the Board and people with lived experience. (MHAAP 
#8; ARAP #22) 
 


9. Direct the Chief of Police to have the expanded MCIT Steering Committee meet 
on a quarterly basis, at minimum. (MHAAP #8; ARAP #22) 
 


10. Direct the Chief of Police to work with the Board to pursue additional contribution 
from other levels of government to expand the MCIT program, and in particular, 
the funding of additional mental health nurses or other mental health providers. 
 


11. Advocate with the municipal, provincial and federal governments for additional 
funding at a level consistent with or greater than the cost of the proposed MCIT 
expansion, specifically for community-based services to work in collaboration 
with police crisis services and Ontario Health Teams and, more specifically, for 
organizations that provide relevant resources, services and support to assist 
individuals responding to mental health and addictions related issues. (MHAAP 
#3; ARAP #17) 
 


12. Direct the Chief of Police, in consultation with MCIT service users, front-line 
workers and Service Members, to explore and develop a plan to place MCIT 
police officers in a distinct uniform, specially designed to support de-escalation. 
(MHAAP #4; ARAP #18) 


13. Direct the Chief of Police to work with the Chair and Executive Director to 
develop and implement a line-by-line approach to reviewing the police budget in 
order to identify opportunities for service delivery improvement and efficiencies, 
including the possible redirection of non-core policing functions and their 
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associated funding to alternative non-police community safety providers and/or 
community safety services or programming.  
 


14. Direct the Chief of Police to work with the Executive Director and the City 
Manager to identify opportunities for the development of alternative crime 
prevention and reduction initiatives that could ultimately reduce the demand for 
reactive police services across Toronto. 


 
15. Direct the Chief of Police to immediately post a line-by-line breakdown of the 


2020 Toronto Police Service Budget to the Service’s website in a machine 
readable, open format that would facilitate further analysis of the information. 
(City Council #4) 
 


16. Direct the Chief of Police to provide an annual line-by-line breakdown of the 
Toronto Police Service’s budget request at the outset of every annual budget 
process. (Board #6; ARAP #12; MHAAP #27) 
 


17. Direct the Chief of Police to provide a line-by-line breakdown of the Toronto 
Police Service's approved budget at the end of every annual budget process. 
(Board #6; ARAP #12; MHAAP #27) 
 


18. Direct the Chief of Police to organize all line-by-line breakdowns by individual 
program area, function and service delivered, subject to the need to protect 
investigative techniques and operations, and in such a way as to provide 
maximum transparency to the public. (Board #6; ARAP #12; MHAAP #27) 
 


19. Direct the Chief of Police to immediately provide the Board with the annual 
Budget Summaries and Uniform/Civilian Staffing Summaries by command, with 
Approved, Proposed and Actuals for the last five budgets, and to do so for all 
future budgets, in a machine readable open dataset format. (City Council #7) 


 
20. Direct the Executive Director to immediately post the annual Budget Summaries 


and Uniform/Civilian Staffing Summaries per command, with Approved, 
Proposed and Actuals for the last five budgets and for all future budgets to the 
Board website in a machine readable open dataset format, and to make the 
same available to the City of Toronto to post to its open data portal. (City Council 
#7) 
 


21. Allocate funding from its Special Fund to support enhancements to the public 
consultation process regarding the annual proposed Toronto Police Service 
budget, to include the involvement of community-based partners, and, in the 
future, to ensure that sufficient funds are allocated annually to support public 
consultation during the budget process. (Board #6; ARAP #12; MHAAP #27)  
 


22. Direct the Chief of Police to explore options for the Service to pay honoraria and 
transportation costs to otherwise unpaid community members that contribute 
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their time, skills and experience to police training and service improvement. 
(MHAAP # 14; ARAP #28) 
 


23. Direct the Executive Director to compile the above directions and any other 
appropriate policy guidance into a budget transparency policy, for future 
consideration by the Board. 
 


 
24. Direct the Chair and Executive Director to work with the Auditor General to enter 


into a Memorandum of Understanding, and accompanying work plan, with the 
effect of engaging the Auditor General to perform audits of the Toronto Police 
Service to improve service delivery, identify specific areas of success and 
specific areas for improvement within the Service, and to find potential areas for 
savings and redistribution of funding. (City Council #10 and 11) 


 
25. Direct the Chief of Police to assist the Chair, Executive Director and Auditor 


General in developing the above Memorandum of Understanding and 
accompanying work plan and to make available the personnel, information and 
other resources necessary for that purpose. (City Council #10 and 11) 


26. Direct the Chief of Police to grant Board Staff and the Auditor General access to 
personnel, information, records and any other resources necessary to perform 
any audits contemplated by the above work plan, subject always to applicable 
legal requirements that do not permit disclosure (e.g. investigative techniques). 
(City Council #10 and 11) 


 
27. Direct the Chair to communicate to the Province the Board’s support of City 


Council’s request to amend the City of Toronto Act to expand the Auditor 
General’s jurisdiction to include auditing the Service, and reporting the results of 
any audits by the Auditor General to the Board. (City Council #9) 
 


28. Direct the Executive Director to update the Board’s Audit Policy addressing 
audits of the Service, to include any standing directions and policy guidance for 
the Chief of Police to ensure the Board, its staff and any third parties contracted 
by the Board for the purpose of auditing the Service, are provided with the 
access to information and personnel necessary for a successful audit. 
 


29. Direct the Chair and Executive Director to engage with the City Manager and 
discuss additional and alternative approaches to ensuring transparent auditing of 
police practices and policies. (City Council #31) 
 


30. Direct the Chief of Police to present a preliminary report to the Board by 
November 2020, to be followed by a comprehensive report by February 2021 
and thereafter on a frequency as directed by the Board, on outcomes associated 
with how diversity in human resources is being prioritized and achieved in the 
Toronto Police Service, including with respect to recruitment, hiring and 
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promotion for both civilian and uniform positions at all ranks and classifications. 
(City Council #33) 
 


31. Direct the Executive Director to publish the criteria expected in a successful 
candidate for Toronto’s Chief of Police to the Board's website and communicate 
those criteria in the recruitment process. 
 


32. Emphasize, in the selection of the Chief of Police, the following qualifications, 
skills and experience: 


 
a. a proven track record and/or demonstrated ability to create deep and 


successful reform of policing, including: 
 


i. a proven ability to ensure that non-violent de-escalation strategies 
and techniques are properly employed by police officers, 
particularly in relation to engagement with people from racialized 
communities and people with mental health issues;  


ii. demonstrated experience and success in policing modernization 
initiatives, with an emphasis on building and sustaining strong, 
collaborative relationships with racialized and marginalized 
communities, and the willingness to consider other models for first 
responder calls for non-violent incidents. 


iii. a demonstrated track record of building and maintaining community 
safety, as well as the ability to lead through innovation and 
collaboration. The Chief will, together with an engaged Command 
Team, be a visible advocate of effective, equitable policing with the 
public. The Chief will work to ensure the Service is seen as an 
international leader in providing modern, trusted, community-
focused policing; 


iv. the ability to motivate members to be innovative, collaborative and 
inclusive. The Chief will support both the ‘front line’ and uniform and 
civilian support staff and will ensure the Service is a sought-after 
and positive place of employment with talented individuals who 
reflect the city’s diversity at all levels of the organization and who 
are passionate ambassadors of community engagement and public 
safety; 


v. the understanding of how to prioritize, develop and nurture 
partnerships with a broad spectrum of social service providers, law 
enforcement agencies, health sector organizations (with a focus on 
mental health and addictions services), community organizations 
and leaders, and government, in addition to having demonstrated 
experience and success in collaborating with these stakeholders. 
The Chief will leverage these partnerships to collaborate in the 
development of innovative programs rooted in community policing; 


vi. having a deep understanding of the myriad and complex challenges 
facing policing organizations internally and externally, including 
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strengthening member wellness and engagement, and increasing 
public trust and legitimacy across communities, particularly those 
that are vulnerable, marginalized, and disaffected; 


vii. having the ability to effectively manage a significant annual budget 
that places innovation, alternative service delivery, data and 
technology at the centre of a strategy to leverage the most out of 
public dollars, and find ways to do the TPS’s work so as to set a 
new standard in policing;  


viii. being a recognized and proven senior leader in the policing 
community who is known for embracing challenge, developing 
creative solutions and a clear ability to lead cultural change with the 
support of an engaged Command Team. The Chief will have a 
demonstrated track record of bridging divides, earning respect 
through a commitment to excellence and accountability, and 
empowering people to be their best; and  


ix. providing the leadership and inspire the confidence necessary to 
make Toronto the model for the future of urban policing. 
 


b. understand and value: 
i. the importance of diversity in the City and in the Toronto Police 


Service itself; 
ii. acceptance of all people and a recognition that Toronto is home to 


the most culturally diverse population in the world, which gives our 
City its strength in times of crisis;  


iii. the strategies and actions required to ensure that, in the policing 
context, Toronto remains a place of inclusion, diversity and respect 
for all; and 


iv. human rights as a core competency and an on-going commitment 
for themselves and the Toronto Police Service as a whole. (City 
Council #14) 


 
33. Direct the Executive Director to engage the City Manager, the CABR Unit and the 


Indigenous Affairs Office of the City of Toronto to provide their advice on the 
development and implementation of a rigorous community consultation process 
for the selection of the next Chief of Police. (City Council #16) 
 


34. Ensure that human rights competency and achievements are included as a 
component of the Chief of Police’s annual performance review. 
 


35. Direct the Chief of Police to immediately post the Toronto Police Service's Use of 
Force Procedure on its public website, in a form that will ensure the efficacy of 
investigative techniques or operations is not endangered and that will not 
compromise the safety of any person by divulging police practice. (City Council 
#6) 
 







 


Page | 10  
  


36. Direct the Chief of Police to post on the Service’s public website, as soon as 
feasible and on an on-going basis, up-to-date copies of those procedures of 
public interest that govern the interaction of police with the public, in a form that 
will not endanger the efficacy of investigative techniques and operations.  
 


37. Direct the Chief of Police to share regularly updated datasets from the Toronto 
Police Service's open data portal with the City of Toronto for display and 
distribution on the City's open data portal, subject to the need to protect personal 
privacy and to comply with any privacy legislation. (City Council #16) 
 


38. Direct the Chief of Police to convert the Toronto Police Services Board's annual 
reports and any files currently provided on the Toronto Police Service's open 
data portal in PDF format into appropriate digital format for use and distribution 
on the City's open data portal. (City Council #16) 
 


39. Direct the Chief of Police to post all open data collected pursuant to the Race-
Based Data Collection Policy to the Toronto Police Service open data portal and 
to share that data with the City of Toronto for display and distribution on its open 
data portal, subject to the need to comply with applicable privacy and other 
legislation. (City Council #30) 
 


40. Direct the Chief of Police and the Executive Director to work with the City 
Manager to consolidate and expedite continuous data sharing in order to better 
inform city-wide approaches to violence prevention and community safety, 
including with respect to the City’s Community Safety and Well-Being Planning 
efforts. (City Council #30) 
 


41. Direct the Executive Director to develop a policy governing information 
transparency and data sharing for the Toronto Police Service, which will include 
the above directions and any other provisions that will contribute to information 
transparency and data sharing that will improve accountability and service 
delivery. 
 


42. Direct the Executive Director to identify potential research, policy and academic 
centres with whom the Board can partner for research and policy development 
aimed at improving policing in Toronto. 
 


43. Direct the Chair to write in support of City Council’s requests for changes to the 
Police Services Act and other applicable legislation or regulations that would 
expand the instances in which suspension without pay and revocation of a police 
officer’s appointment as a police officer are available and to support amendments 
that would, at a minimum, implement the relevant elements of the Police 
Services Act, 2018 that addressed suspension without pay and the relevant 
elements of the Policing Oversight Act, 2018 that created the ability to revoke a 
police officer’s appointment as a police officer in Ontario. (City Council #20; 
CABR #17.2) 
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44. Direct the Chair and Executive Director to explore and report on the Board's 


ability to a enact policy directing that all instances of alleged racial profiling and 
bias be investigated under the Police Services Act, and to make 
recommendations on how the Board can ensure that all alleged instances of 
racial profiling and bias are investigated and addressed. (City Council #29; CABR 
#17.2)  
 


45. Direct the Chief to report by November 2020 on the means by which: 
 


a. the Toronto Police Service identifies police officers who are repeated 
subjects of conduct complaints or negative findings by the courts, or those 
who disproportionately use force, even where no specific instance 
amounts to allegations of misconduct; 


b. those identified officers are monitored for compliance with Toronto Police 
Service policy and procedure and receive additional training where 
necessary; 


c. the Toronto Police Service determines what other interventions are 
appropriate or required for officers that are identified as part of the 
Service’s efforts as per a. and b., above.  


 
46. Direct the Chief of Police to develop and implement a formal annual performance 


review process for uniformed Service Members, in consultation with any relevant 
experts, that will assist in identifying the strengths and areas for improvement of 
each police officer, and which will include an individualized annual performance 
plan that identifies the education, training and experiences to be completed in the 
coming year in order to build on their identified strengths and address their 
identified areas for improvement.  
 


47. Explore, in consultation with the Chief of Police, mechanisms to make both 
disciplinary proceedings under the Police Services Act, as well as the decisions 
reached in these proceedings, more transparent and accessible to the public, 
given the provisions of the current Act, and in light of the future coming into force 
of the new Police Services Act, 2019.  


48. Direct the Chair and the Executive Director to advocate for and recommend that 
the Government of Ontario (Ministry of the Solicitor General): 


a. conduct a review of the current Use of Force Model with input from all 
relevant stakeholders, including police services boards, community 
organizations and persons with lived experience; 


b. ensure any new model focused on de-escalation and minimizes use of 
force, especially with people in crisis; and 


c. rename the Use of Force Model the De-Escalation Model. (MHAAP #15; 
ARAP #29) 
 


49. Direct the Executive Director, in consultation with the Chief of Police, to review 
the Board’s Use of Force Policy, consult with internal and external experts, and 
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propose to the Board by November 2020, amendments to the Policy that will 
align it with best practices to reduce death and injuries from the use of force by 
Service Members and with the Ontario Provincial Use of Force Model. 
 


50. Direct the Executive Director, in consultation with the Chief of Police, to review 
the Board’s Uniform Promotions and Appointments Policy, and propose to the 
Board by November 2020, amendments to the Policy that will improve the 
transparency of promotions with regards to candidates’ disciplinary history. 
 


51. Direct the Executive Director to review and consolidate the Board’s Policies on 
human rights, and develop a revised comprehensive Human Rights Policy that 
will also include direction on racial profiling, for consideration by the Board. 


 


52. Direct the Chief of Police to:  
a. immediately make permanent the current anti-Black racism training 


component of the annual re-training (civilians) and In-Service Training 
Program (uniform); and  


b. consult with experts in the appropriate fields and engage the CABR Unit 
to:  


i. explore opportunities to expand this component;  
ii. audit and review all courses with an anti-racism lens to identify how 


existing police training can be changed to address systemic racism 
or bias in training and to identify how anti-racism training can be 
incorporated into all courses taught at the College; and  


iii. report to the Board by December 2021 with the findings of these 
consultations. (Board #2; CABR #16.4 and 16.5) 


 


53. Direct the Chief of Police to: 
a. create a permanent stand-alone training course that contributes to 


professional practice in policing with a view to supporting an 
organizational culture committed to the delivery of fair and unbiased police 
services to Toronto’s diverse communities and populations. This training 
curriculum must include, among other components: anti-racism; anti-Black 
and anti-Indigenous racism; bias and implicit bias avoidance; interactions 
with racialized communities, LGBTQS2+ communities and marginalized 
communities; an understanding of intersectionality; the importance of lived 
experience in developing understanding and compassionate service 
delivery; and principles of human rights accommodation and disabilities, 
including mental health and addictions issues and ethics in policing;  


b. ensure this training is developed and updated based on best practice and 
through the active engagement of the CABR Unit, ARAP, subject matter 
experts in anti-racist curriculum design and community representatives 
with expertise in systemic racism and anti-Black and anti-Indigenous 
racism, community representatives with experience in addressing 
discrimination and prejudice against people with mental health and 
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addictions issues and with a focus on utilizing adult-oriented training 
methods that are proven to lead to high achievement and demonstrated 
applied practice by those who experience the curriculum;  


c. make this training mandatory for all new Members of the Service, both 
civilian and uniform;  


d. make a refresher version of this training mandatory for all current 
Members of the Service, both civilian and uniform, every 2 years; and  


e. present the training curriculum before the Board for information by 
February 2021. (Board #2; CABR #16.4 and 16.5; MHAAP #23; ARAP #8) 


 
54. Direct the Chief of Police to prepare a plan for integrating the provision of annual 


in-service and other training and education of Service Members by members of 
peer run organizations, including organizations representing people with lived 
experience of mental health and addiction issues, through collaborations with 
racialized, indigenous, LGBTQ2S+, immigrant and refugee community members 
skilled in training. (MHAAP #13; ARAP #27)  
 


55. Direct the Chief of Police to review all current and future training, including 
judgment and other scenario based training, and ensure that it: 


a. prioritizes and emphasizes de-escalation; (MHAAP #14) 
b. is informed by members of the communities most often affected by police 


use of force; (MHAAP #14; ARAP #28) 
c. is relevant to the root causes and consequences of structural violence, 


systemic and internalized racism, negative stereotyping, 
intersectionalities, and use of force on people with mental health and/or 
addictions issues; and (MHAAP #13; ARAP #27) 


d. is trauma informed. (MHAAP #13; ARAP #27)  
 


56. Direct the Chief of Police to report of the feasibility of all uniformed Service 
Members receiving MCIT training or other mental health crisis response training, 
such as mental health first aid or emotional CPR. (ARAP #10; MHAAP 25) 
 


57. Direct the Chief of Police to engage experts in the relevant fields to create and 
implement a framework to constantly evaluate the efficacy of its mental health 
and anti-racism training and the competence of training participants, including 
how it is applied in the field, and serve to identify areas for improvement to 
training, with reports on the Service’s findings and responsive actions provided to 
the Board semi-annually. (Board #2; CABR #16.4 and 16.5; MHAAP #23; ARAP 
#8) 
 


58. Direct the Chief of Police to review the current training curriculum for new uniform 
recruits and special constables, and explore the inclusion of Service funded 
training co-developed and led by members of the community, outside the Toronto 
Police College, specific to police-community interactions and relations with 
marginalized communities, youth, and vulnerable populations and report to the 
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Board by December 2020 with an assessment of options. (Board #2; CABR 
#16.4 and 16.5; MHAAP #23; ARAP #8) 


 
59. Direct the Executive Director to coordinate ongoing training sessions for Board 


Members on anti-Black racism and human rights as it relates to police 
governance in Ontario. 


 
60. Make ARAP permanent and require ARAP to: 


a. review its terms of reference in consultation with the Board at least every 3 
years or when otherwise required; (Board #1; CABR #17.4; ARAP #1; 
MHAAP #16) 


b. review its membership at least every 3 years or when otherwise required; 
(Board #1; CABR #17.4;ARAP #1; MHAAP #16) 


c. meet on a quarterly basis, at a minimum; (Board #1; CABR #17.4;ARAP 
#1; MHAAP #16)  


d. meet with MHAAP annually; (Board #1; CABR #17.4;ARAP #5; MHAAP 
#20) and 


e. share its minutes with MHAAP and convene a joint meeting when there 
are issues of mutual interest and significance. (Board #1; CABR #17.4; 
ARAP #5; MHAAP #20)  


 
61. Confirm ARAP's mandate to advise and support the Board in relation to policing 


and racism, anti-Black racism and anti-Indigenous racism, including: 
a. Identifying current issues relating to racism, anti-Black racism, anti-


Indigenous racism and policing, including developing and/or 
recommending policies, strategies and action plans for approval by the 
Board; 


b. Monitoring the implementation of the Toronto City Council’s Action Plan to 
Confront Anti-Black Racism; 


c. Monitoring the implementation of the Board’s Race-Based Data Collection, 
Analysis, and Public Reporting Policy, including reviewing the data 
analysis and any interventions developed by the Service to address racial 
disparities for feedback and recommendations for enhancement; 


d. Monitoring the implementation of the recommendations from the Andrew 
Loku Inquest through the monitoring framework previously developed by 
ARAP; 


e. Reviewing Service reports on Conducted Energy Weapon (CEW) use and 
making recommendations for enhancement; 


f. Monitoring the implementation of inquest recommendations as 
appropriate; 


g. Reviewing the development and implementation of all Service training and 
offering recommendations for enhancement, including training on anti-
racism;  


h. Monitoring the implementation of the recommendations in the present 
report and providing advice to the Board on necessary enhancements and 
improvements; and 
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i. Participating in the community consultation process on the Toronto Police 
Service’s annual budget. (ARAP #3; MHAAP #18) 


 
62. Appoint Ainsworth Morgan as ARAP's next Board Co-Chair for a 3 year term and 


direct the Chair and Executive Director to explore the appointment of Anthony 
Morgan, the Manager of the CABR Unit, or another agreed delegate of the CABR 
Unit, as community Co-Chair for a 3 year term. (ARAP #4; MHAAP #19) 
 


63. Make MHAAP permanent and require MHAAP to: 
a. review its terms of reference in consultation with the Board at least every 3 


years or when otherwise required; (Board #3; ARAP #1; MHAAP #16) 
b. review its membership at least every 3 years or when otherwise required; 


(Board #3; ARAP #1; MHAAP #16) 
c. meet on a quarterly basis, at a minimum; (Board #3; ARAP #1; MHAAP 


#16) 
d. meet with ARAP annually; and (Board #3; ARAP #5; MHAAP #20)  
e. share its minutes with ARAP and convene a joint meeting when there are 


issues of mutual interest and significance. (Board #3; ARAP #5; MHAAP 
#20).  
 


64. Request MHAAP to monitor and advise the Board on the implementation of the 
recommendations in the present report, inasmuch as they are included within 
MHAAP’s mandate. 
 


65. Direct the Executive Director to develop plans for an annual policy forum or other 
process that will provide a regular opportunity for the Board and its advisory 
panels to consult the public, community organizations and other stakeholders 
both at length and in depth in order to review the efficacy of existing Board 
policies, identify existing and emerging issues in policing, and develop effective 
policy interventions to address those issues. (CABR #17.4) 


 
66. Direct the Chief of Police to develop, in consultation with the CABR Unit and 


other experts in the field, an anti-racism lens to be applied in auditing existing 
Toronto Police Service procedures and the development of future procedures. 
(CABR #16.3) 


 
67. Direct the Chief of Police to implement new communications strategies, with 


input from ARAP and on the basis of community consultation, especially with 
members of Toronto’s Black and Indigenous communities, about the steps taken 
to eliminate carding as a policing practice and regulate street checks in Toronto 
(CABR #16.1) 


 
68. Direct the Executive Director to, in consultation with the Chief of Police and other 


stakeholders, develop a new policy for the provision of apologies, expressions of 
regret and recognitions of loss, mindful of legal and other considerations. 
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69. Direct the Executive Director to explore, in consultation with relevant 
stakeholders, ARAP, community organizations and representatives of Toronto’s 
Black and Indigenous communities, the development of a Board-sponsored 
voluntary restorative alternative dispute resolution process aimed at both 
resolving complaints and claims against police, and achieving reconciliation 
between police and both complainants and their respective communities. 


 
70. Direct the Chief of Police to develop and execute a multi-faceted "know your 


rights" campaign before the end of 2020, on the basis of consultation and 
collaboration with various stakeholders, including representatives from the 
Board-funded Collective Impact initiative, representatives of Toronto’s Black and 
Indigenous communities, youth groups, and community-based organizations that 
serve vulnerable and marginalized populations. (CABR #18.1) 


 
71. Direct the Executive Director and the Chief of Police to work with the 


Government of Ontario, City of Toronto, community-based mental health and 
addictions providers, and people with lived experience of mental health and 
addictions issues, to develop a low-cost, public, social media campaign to 
increase awareness about the different types of crisis response services in 
Toronto, including police-based models and non-police models, the role of police 
under the Mental Health Act, the use of Form 1 and Form 2 under the Mental 
Health Act, individuals’ rights related to the Mental Health Act and success 
stories should be showcased as part of this campaign. (MHAAP #12; ARAP #26) 


 
72. Direct the Executive Director to develop, in consultation with the City Manager, 


an on-line tool to assist the public in tracking and monitoring the progress of the 
implementation of the recommendations in this report, which will be available on 
the Board’s website by October 2020. 


 
73. Direct the Chief of Police to report to the Board by November 2020 on the status 


of implementation of the Board's Race-Based Data Collection Policy, and where 
the Policy deviates from or fails to implement the recommendations of the 
Ontario Human Rights Commission in its written deputation to the Board, to 
identify the reason for that deviation or failure to implement. (City Council #24; 
ARAP #6; MHAAP #21) 
 


74. Direct the Chief of Police to report to the Board by November 2020 on the status 
of implementation of the recommendations made in the PACER Report and, 
where recommendations remain unimplemented in part or in full, to present a 
timetable for their implementation or the rationale for not implementing particular 
recommendations and suitable alternatives. (ARAP #7; MHAAP #22) 
 


75. Direct the Chief to report by November 2020 on the status of implementation of 
the recommendations made in the Independent Review of Police Encounters 
with People in Crisis and, where the Service has deviated from or failed to 
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implement a recommendation, to identify in detail the reason for that deviation or 
failure to implement. (City Council #25) 


 
76. Direct the Chief of Police to report by November 2020 on the status of the 


implementation of the recommendations made by the Auditor General in all 
previous reports and, where the Service has deviated from or failed to implement 
a recommendation, to identify in detail the reason for that deviation or failure to 
implement.  
 


77. Direct the Chief of Police to report by November 2020 on the status of the 
implementation of the recommendations made by the Inquest into the Death of 
Andrew Loku and, where the Service has deviated from or failed to implement an 
inquest recommendation, to identify in detail the reason for that deviation or 
failure to implement. (City Council #27) 
 


78. Direct the Chief of Police to report by November 2020 on the status of the 
implementation of the Service’s Mental Health and Addictions Strategy and 
further direct that the strategy be fully implemented by September 30, 2021. 
(MHAAP #1; ARAP #15) 
 


79. Direct the Chief of Police to report by November 2020 on the status of 
recommendations made in Action Plan: The Way Forward, including what has 
been implemented, what remains to be implemented, and what additional 
recommendations for modernization can lead to more effective and efficient 
police service delivery. This ‘refresh’ of Action Plan: The Way Forward should 
occur on the basis of stakeholder and community consultation that recognizes 
community safety is a shared societal responsibility. (Board #2; ARAP #14; 
MHAAP #29) 
 


80. Direct the Chief of Police that the reports required in above sections 74–80 
should include an assessment of each recommendation, including: 


a. Concerns; 
b. Status; 
c. Impact (weighting); 
d. Ease of Implementation (weighting of resource capabilities/ budgetary 


implications, etc); 
e. Timelines; and 
f. Service Lead (Deputy Chief) 


 
81. Direct the Executive Director to develop, in consultation with the Auditor General, 


a work plan for the auditing of the implementation of the approved 
recommendations made in this report. 
 


Chair Hart emphasized the importance of continuing to incorporate community voices in 
the discussion surrounding policing reforms. He indicated that these reforms are part of 
an ongoing process that must be inclusive and dynamic. 
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The Board discussed the possibility of civilianizing more of the Service’s training. Chair 
Hart noted that such options were included in past Auditor General reports, and they will 
be considered as part of the requirement of the Service to report on the implementation 
of these reports, which is included in the report. 
 
In addition to the recommendations contained in the report, Mayor Tory moved the 
following Motion: 
 
 
MOTION 
 


THAT the Board direct the Chief to:  
 


1. Consult with stakeholders, including the Mobile Crisis Intervention Team 
(MCIT) Steering Committee and hospital partners, and report back to the 
September 2020 meeting of the Board on a preliminary basis regarding:  
 


 The current approach as to how the Service responds to mental 
health crisis calls, including relevant considerations in determining 
the nature of the emergency response; 


 How the Service is exploring the feasibility of having MCITs 
dispatched as the first responders to as many persons in crisis calls 
as possible, concurrent with the implementation of the expanded 
MCIT Program currently being designed by the Service; 


 The initiatives that the Service is currently exploring, including pilot 
programs, to expand the response by non-police crisis responders 
to mental health crisis calls; and, 


 Additional details about the approach to addressing and 
implementing the above-noted items at the Boards’ November 2020 
meeting. 


 
2.     THAT the Chief provide a report at the Board’s November 2020 
meeting which provides additional details about the approach to 
addressing and implementing the above-noted items. 


 
[…] 
 
The Board moved the Motions, received the deputations, presentation and 
approved the foregoing reports. 
 
Each Board Member recorded their approval via a vote. 
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Appendix F 


MHAAP Recommendations 
 


July 23, 2020 
 
To: Chair and Members 
 Toronto Police Services Board 
 
From: Jim Hart 
 Uppala Chandrasekera  
 Steve Lurie   
 Jennifer Chambers 
   
 Co-Chairs, Mental Health and Addictions Advisory Panel (MHAAP) 


Subject: Recommendations from the Toronto Police Services Board’s Mental 
Health and Addictions Advisory Panel regarding the Toronto Mobile 
Crisis Intervention Team Program and Board Chair Jim Hart’s Report 
titled “Recommendations to the Board Related to Current Events” 


 
 
The following recommendations were developed through consensus by the Community 
Members of the Toronto Police Services Board’s Mental Health & Addictions Advisory 
Panel (MHAAP) at a meeting held on the morning of Thursday, July 23, 2020, to review 
and provide feedback on Board Chair Jim Hart’s report titled “Recommendations to the 
Board Related to Current Events” dated June 17, 2020. 
 
 
TPS Mental Health & Addictions Strategy 
 


1. First and foremost, MHAAP recommends that the TPS and the Board fully 
implement the TPS Mental Health and Addictions Strategy by September 30, 
2021, which is within two years of the initial launch of the strategy. 


 
 
Toronto Mobile Crisis Intervention Team (MCIT) Program 
 


2. MHAAP supports the expansion of the MCIT in partnership with existing 
community-based crisis services in Toronto, including peer support services. The 
total costs for this expansion should come from the existing TPS budget.  
 


3. At the same time, MHAAP recommends that the Board advocate for, at 
minimum, an equal amount of additional funding for community-based services – 
those organizations that provide the relevant resources, services and support to 
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assist individuals with responding to mental health and addictions related issues 
– to work in collaboration with police crisis services and Ontario Health Teams. 
 


 
4. The police officers with the MCIT program should wear plainclothes. TPS should 


consult with service users, front-line workers and TPS members to develop a 
plan to move to a plainclothes approach for the MCIT police officers.  
 


5. TPS should work with the City of Toronto to develop community-based asset 
mapping to determine the most effective crisis response models that would work 
best for Toronto, including the services that currently exist that can support 
individuals in crisis right now. Information on the outcomes of the existing crisis 
calls to TPS (by police division, etc.), the outcomes of the crisis calls, as well as 
the connections between MCIT and other community-based services is needed 
to determine the most appropriate response for individuals in crisis.  
 


6. Any plans for MCIT expansion should be first presented to MHAAP for feedback 
and review; and the plan should include a comprehensive plan for routine 
monitoring, evaluation, benchmarks for success, etc.  
 


7. An expanded MCIT model should build in follow-up for individuals after an MCIT 
response. Follow-up should be delivered in partnership with community-based 
mental health and addictions service providers including ethno-racial specific 
services, provide connection to ongoing supports including case management 
when needed, and ensure individuals who could benefit are referred to Mental 
Health and Justice and community-based crisis prevention programs and/or the 
FOCUS table.  
 


8. The current MCIT Steering Committee should be expanded to include 
representatives from MHAAP as well as the Board’s Anti-Racism Advisory Panel 
(ARAP), Executive Directors/CEOs of community-based mental health and 
addictions agencies, representative from the City of Toronto’s Confronting Anti-
Black Racism (CABR) Unit, and people with lived experience of mental health 
and addictions issues, as well as any other members appointed/selected by the 
Board, ensuring significant inclusion of peer run organizations. The expanded 
MCIT Steering Committee should meet quarterly at a minimum. 
 


9. TPS should host quarterly meetings at the division-level with the community-
based mental health and addictions agencies within their division to plan for a 
coordinated approach to crisis response and prevention services and align their 
strategies with existing community-based planning tables as appropriate.  
 


10. The MCIT program should ensure that a culturally responsive approach is 
embedded into the program, consistent with the commitment to equity and anti-
racism as outlined in the TPS Mental Health and Addictions Strategy. Individuals 
that are recruited for the MCIT program, including police officers and health care 
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providers, must have demonstrated ability in anti-racist and anti-oppressive 
practice, demonstrated skills in human rights related matters, and awareness of 
lived experience of mental health and/or addictions related issues.  
 


11. MCIT program should continue to collect data on interventions and services 
provided to inform the quality improvement of program operations: 


a. This data should be anonymized, aggregated, and made available to the 
public, through regular reporting to the Board; 


b. Race-based data collection must be made mandatory for the MCIT 
program and prioritized for implementation as soon as possible; 


c. Gender-based data collection should be enhanced beyond gender binary 
options;  


d. Outcomes of MCIT interactions should be reported publicly, including 
when apprehensions are made under the Mental Health Act, and whether 
there are disparities by race using the TPS race-based data collection; 


e. Outcomes of MCIT interactions should be linked to emergency department 
data, through the Institute for Clinical Evaluative Sciences, to better 
understand how apprehensions made under the Mental Health Act result 
in hospital admissions; and 


f. Data relating to the MCIT program should be reviewed by MHAAP and 
ARAP prior to public release.  


 
 
Communication to the Public Regarding Crisis Response Programs 
  


12. TPS should work with the Government of Ontario, City of Toronto, community-
based mental health and addictions providers, and people with lived experience 
of mental health and addictions issues, to develop a low-cost, public, social 
media campaign to increase awareness about the different types of crisis 
response services in Toronto, including police-based models and non-police 
models, the role of police under the Mental Health Act, the use of Form 1 and 
Form 2 under the Mental Health Act, and individuals’ rights related to the Mental 
Health Act. Success stories should be showcased as part of this campaign. 


 
 
Training for All TPS Members 
 


13. Training and education for all TPS members, at minimum on an annual basis, 
should include education by members of peer-run organizations, including 
organizations representing people with lived experience of mental health and 
addiction issues, forming collaborations with Black, Brown, Indigenous, 
LGBTQ2S+, immigrant and refugee community members skilled in training. 
Training needs to be relevant to the root causes and consequence of structural 
violence, systemic and internalized racism and negative stereotyping of, a focus 
on the impact of intersectionalities, and use of force on, people with mental 
health and/or addictions issues. All training must be trauma informed. 
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14. Training must prioritize and emphasize de-escalation. De-escalation is important 


for safe outcomes involving people in crisis. Training must include members of 
the communities most often affected by use of force, and funds must be provided 
by TPS for community members to provide this education. 


 
15. The Board should recommend to the Government of Ontario (Ministry of the 


Solicitor General) that a review of the use of force model be conducted, that the 
use of force model be renamed the de-escalation model, and that the new model 
minimize the use of force, especially with people in crisis.  


 
 
Board Chair Jim Hart’s report titled “Recommendations to the Board Related to 
Current Events” dated June 17, 2020 
 
MHAAP fully supports the following recommendations in Board Chair Jim Hart’s report. 
Wording changes to the original report recommended by MHAAP are underlined.  
 


16. The Board’s Anti-Racism Advisory Panel (ARAP) should be made permanent, 
and a review of the terms of reference for the panel should take place every 3 
years in consultation with the Board and ARAP, or when required, where the 
panel mandate and membership is reviewed and renewed as appropriate. ARAP 
meetings should be held at minimum on a quarterly basis.  


 
17. The work of ARAP will be informed by Ontario’s Anti-Racism Act, 2017, and 


other governance and guidance documents as appropriate. The definitions 
and guiding principles contained within the legislation and the associated Anti-
Racism Strategic Plan will be the starting point of ARAP’s discussions (see 
Appendix). 
 


18. Mandate of ARAP is to advise TPSB relating to racism, anti-Black racism, and 
anti-Indigenous racism and policing, including: 


a. Identifying current issues relating to racism, anti-Black racism, anti-
Indigenous racism and policing, including developing and/or 
recommending policies, strategies and action plans for adoption by the 
Board; 


b. Monitoring the implementation of the Toronto City Council’s Action Plan to 
Confront Anti-Black Racism;  


c. Monitoring the implementation of the TPSB Race-Based Data Collection, 
Analysis, and Public Reporting Policy, including reviewing the data 
analysis; any interventions developed by TPS to address racial disparities 
should be reviewed by ARAP for feedback and recommendations for 
enhancement;  


d. Monitoring the implementation of the Andrew Loku Inquest using the 
monitoring framework previously developed by ARAP; 
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e. Reviewing TPS reports on CEW use and making recommendations for 
enhancement; 


f. Monitoring the implementation of Inquest recommendations as 
appropriate; 


g. Reviewing the development and implementation of all TPS training and 
offering recommendations for enhancement, including training on anti-
racism; and 


h. Participating in the community consultation process on the Toronto Police 
Service’s annual budget. 
 


19. ARAP recommends that the new ARAP Co-Chairs be Board Member Mr. 
Ainsworth Morgan (as the TPSB Co-Chair) and Mr. Anthony Morgan, the 
Manager of the City of Toronto’s Confronting Anti-Black Racism Unit or agreed 
designate (as the Community Co-Chair), for a term of 3 years from 2020-2023.  


 
20. ARAP should meet with the Board’s Mental Health & Addictions Advisory Panel 


(MHAAP) annually and as needed to share information and recommendations. 
ARAP and MHAAP should share their meeting minutes and convene a joint 
meeting when there are issues of mutual interest and significance. 


 
21. ARAP recommends the full implementation of the TPSB Race-Based Data 


Collection, Analysis, and Public Reporting Policy by January 1, 2021, and 
recommends that the Toronto Police Service continue ongoing reporting on 
progress to ARAP, and to the Board at its public meetings, on a quarterly basis. 
 


22. ARAP recommends the full implementation of the recommendations contained in 
the PACER report by January 1, 2021, and recommends that the Toronto Police 
Service report on progress to ARAP, as well as to the Board at a public meeting. 


 
23. The Board direct the Chief to: 


a. create a permanent, standalone Ethics, Inclusivity and Human Rights 
training course that contributes to professional practice in policing in the 
context of providing policing services to Toronto’s diverse communities 
and populations. This training curriculum will include, among other 
components: anti-racism; anti-Black and anti-Indigenous racism; bias 
avoidance; interactions with racialized communities, LGBTQ2S+ 
communities, and marginalized communities; an understanding of 
intersectionality; the importance of lived experience in developing 
understanding and compassionate service delivery; the LGBTQ2S+ 
community; principles of human rights accommodation and disabilities, 
including mental health and addictions issues, and, ethics in policing. 
This standalone course will be taken every 2 years by all Members of the 
Service, civilian and uniform; 
 


b. ensure this training is developed and updated based on best practice and 
through the active engagement of the City of Toronto’s Confronting Anti-
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Black Racism (CABR) Unit, subject matter experts in anti-racist 
curriculum design and community representatives with expertise in 
systemic racism and anti-Black and anti-Indigenous racism, community 
representatives with experience in addressing discrimination and 
prejudice against people with mental and addictions issues, and that the 
City’s CABR Unit be requested to provide an independent assessment of 
the new course curriculum to the Board by October 2020; 


 
c. make this training mandatory for both new and current Members of the 


Service, both uniform and civilian; 
 


d. create and implement a framework to constantly evaluate the efficacy of 
this training and serve to identify areas for improvement to the training, 
evaluate the competence of training participants, with reports on the 
Service’s findings and responsive actions provided to the Board semi 
annually; 


 
e. make permanent the current anti-Black racism training component of the 


annual re-training (civilians) and In Service Training Program (uniform) 
and report back to the Board on opportunities to expand this component; 


 
f. audit and review all courses to determine how anti-racism training can be 


incorporated throughout all courses taught at the College, and report to 
the Board by December 2020 with the findings of this audit and review; 


 
g. review the current training curriculum for new uniform recruits and special 


constables, and explore the inclusion of training co-developed and led by 
members of the community, outside the Toronto Police College, specific 
to police-community interactions and relations with marginalized 
communities, youth, and vulnerable populations and report to the Board 
by December 2020 with an assessment of options; and 


 
h. funding for the development and implementation of this training should 


be provided by the Toronto Police Service. 
 


24. The Board’s Mental Health and Addictions Advisory Panel (MHAAP) should be 
made permanent, and a review of the terms of reference for the panel should 
take place every 3 years in consultation with the Board and MHAAP, or when 
required, where the panel mandate and membership is reviewed and renewed as 
appropriate. MHAAP should participate in the community consultation process on 
the Toronto Police Service’s annual budget. 


MHAAP should meet with the Anti-Racism Advisory Panel as needed to share 
information and recommendations. MHAAP should meet with the Board’s 
Anti-Racism Advisory Panel (MHAAP) annually and as needed to share 
information and recommendations. MHAAP and ARAP should share their 
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meeting minutes and convene a joint meeting when there are issues of 
mutual interest and significance. 
 


25. The Board, in consultation with its Mental Health and Addictions Advisory Panel, 
Anti-Racism Advisory Panel and the Toronto Police Service, should: 
 


a. expand the Mobile Crisis Intervention Team Program on an urgent basis 
to meet current service demands, and that any expansion be funded from 
within the current 2020 Toronto Police Service Operating Budget, and 
given that no allocation was made for this purpose within the current 
budget, any expenses that cannot be absorbed be allocated to appropriate 
reserves; 
 


b. work with the Government of Ontario, the City of Toronto, community-
based mental health and addictions providers, and organizations 
representing people with mental health and/or addictions issues, and other 
partners to develop new and enhance existing community based models 
to mobile mental health crisis intervention service delivery where this 
intervention is delivered by mental health experts (e.g. trained nurses, 
social workers, peer workers etc.) and may not necessarily involve police 
officers unless there are significant safety issues present; and, 


 


c. if an alternative mobile crisis intervention model is identified and all 
partners agree, and the demand for a regular police presence reduces, 
the Board can identify the funding currently allocated to the Service’s 
Mobile Crisis Intervention Team Program for re-allocation to this 
alternative model; 


 


d. all TPS Officers should be required to receive the five-day Mobile Crisis 
Intervention Team training, and explore whether alternative training 
options should be provided, including the Mental Health Commission of 
Canada’s Mental Health First Aid training, Emotional CPR, etc. 


 
26. The Board will consult with its Anti-Racism Advisory Panel and its Mental Health 


and Addictions Advisory Panel on Recommendations 1 – 4 and consider any 
input provided on an ongoing basis; 


 
27. The Board direct the Chief to annually provide a line-by-line breakdown of the 


Toronto Police Service’s existing budget at the outset of the Board’s annual 
budget process, and this breakdown should be made publicly available. This line-
by-line breakdown should be organized by the Toronto Police Service’s individual 
program areas, functions or services delivered so as to provide maximum 
transparency to the public as to how public dollars are allocated currently (while 
not revealing investigative techniques or operations). The Board should also 
direct the Chief to provide and make publicly available the same line-by-line 
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breakdown of any new budget requests that are recommended to the Board 
during the Board’s annual budget process; 


 
28. The Board allocate funding from its Special Fund to support enhancements to the 


public consultation process regarding the annual proposed Toronto Police 
Service budget, including the involvement of community-based consultation 
partners and should commence the public consultation process in September 
2020; and, 


 
29. The Board direct the Chief to provide a status update regarding the 


recommendations in The Way Forward, based on what has already been 
implemented, what remains to be implemented, and what additional 
recommendations for modernization can lead to more effective and efficient 
police service delivery. This ‘refresh’ of The Way Forward should occur on the 
basis of stakeholder and community consultation that recognizes community 
safety is a shared societal responsibility. 
 


-------- 


Appendix 


 
Selected definitions from Ontario’s 3-Year Anti-Racism Strategic Plan, arising from the 
Anti-Racism Act, 2017, S.O. 2017, c. 15. 


 
Selected Definitions 
 
Anti-Black racism 
Anti-Black racism is prejudice, attitudes, beliefs, stereotyping and discrimination that 
is directed at people of African descent and is rooted in their unique history and 
experience of enslavement. Anti-Black racism is deeply entrenched in Canadian 
institutions, policies and practices, such that anti-Black racism is either 
functionally normalized or rendered invisible to the larger white society. Anti-Black 
racism is manifested in the legacy of the current social, economic, and political 
marginalization of African Canadians in society such as the lack of opportunities, 
lower socio-economic status, higher unemployment, significant poverty rates and 
overrepresentation in the criminal justice system. (African Canadian Legal Clinic). 


 
Race 
Is a term used to classify people into groups based principally on physical traits 
(phenotype) such as skin colour. Racial categories are not based on science or 
biology but on differences that society has chosen to emphasize, with significant 
consequences for people’s lives. Racial categories may vary over time and place, 
and can overlap with ethnic, cultural or religious groupings. 
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Racism 
Refers to ideas or practices that establish, maintain or perpetuate the racial 
superiority or dominance of one group over another. 


 
Systemic racism 
When institutions or systems create or maintain racial inequity, often as a result 
of hidden institutional biases in policies, practices and procedures that privilege 
some groups and disadvantage others. 


 
 
Guiding Principles 
 
A Better Way Forward: Ontario’s 3-Year Anti-Racism Strategic Plan targets 
systemic racism by building an anti-racism approach into the way government 
develops policies, makes decisions, evaluates programs, and monitors outcomes. It 
calls for a proactive, collaborative effort from all government ministries and 
community partners to work toward racial equity. 


 
The plan is comprised of initiatives under four categories: Policy, Research and 
Evaluation; Sustainability and Accountability; Public Education and Awareness; and 
Community Collaboration. In addition, there are targeted population-specific 
strategies. All of these initiatives are informed by the following key guiding principles: 


 
1. Systemic focus: We are focusing on proactively removing systemic barriers 


and root causes of racial inequities in provincial institutions. 
 


2. Whole-of-government, collective impact approach: We recognize that 
working with ministries across government — not in silos — is required to 
address systemic racial inequities. 


 
3. Targeted universalism: We recognize everyone benefits from 


government’s targeted removal of systemic barriers faced by the most 
disadvantaged communities. Reducing barriers and disparities leads to a 
better Ontario for everyone. 


 
4. Distinctness and intersectionality of racisms: We acknowledge racism is 


experienced differently by various racialized groups, and within groups 
along intersectional lines, including gender identity, creed, class, sexual 
orientation, history of colonization, etc. 


 
5. Inclusive process: Indigenous and racialized people must be meaningfully 


engaged. Their perspectives and guidance inform the strategy and 
government decision-making. 


 
6. Transparent, evidence-based approach: Our approach is evidence-based 


and driven by measurable goals and outcomes that are tracked and publicly 







 


Page | 112  
  


reported. This is consistent with Ontario’s Open Government principles. 
 
Sustainability: We are setting the foundation for long-term government anti- racism efforts. 
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Appendix G 


ARAP Recommendations 
 


July 24, 2020 
 
To: Chair and Members 
 Toronto Police Services Board 
 
From: Notisha Massaquoi 
 Uppala Chandrasekera  
    
 Co-Chairs, Anti-Racism Advisory Panel (ARAP) 


Subject: Recommendations from the Toronto Police Services Board’s  
Anti-Racism Advisory Panel regarding the Board Chair Jim Hart’s 
Report titled “Recommendations to the Board Related to Current 
Events” 


 
 
The following recommendations were developed through consensus by the Community 
Members of the Toronto Police Services Board’s Anti-Racism Advisory Panel (ARAP) at 
a meeting held on the morning of Friday, July 24, 2020, to review and provide feedback 
on Board Chair Jim Hart’s report titled “Recommendations to the Board Related to 
Current Events” dated June 17, 2020. 
 
 
Board Chair Jim Hart’s report titled “Recommendations to the Board Related to 
Current Events” dated June 17, 2020 
 
ARAP fully supports the following recommendations in Board Chair Jim Hart’s report. 
Wording changes to the original report recommended by ARAP are wave underlined. 
Please note that the wording changes to the original report recommended by the 
Board’s Mental Health & Addictions Advisory Panel (MHAAP) at their meeting on July 
23, 2020, are single underlined.  
 


1. The Board’s Anti-Racism Advisory Panel (ARAP) should be made permanent, 
and a review of the terms of reference for the panel should take place every 3 
years in consultation with the Board and ARAP, or when required, where the 
panel mandate and membership is reviewed and renewed as appropriate. 
ARAP meetings should be held at minimum on a quarterly basis.  
 


2. The work of ARAP will be informed by Ontario’s Anti-Racism Act, 2017, and 
other governance and guidance documents as appropriate. The definitions 
and guiding principles contained within the legislation and the associated 
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Anti-Racism Strategic Plan will be the starting point of ARAP’s discussions 
(see Appendix). 


 


3. Mandate of ARAP is to advise TPSB relating to racism, anti-Black racism, and 
anti-Indigenous racism and policing, including: 
a. Identifying current issues relating to racism, anti-Black racism, anti-


Indigenous racism and policing, including developing and/or 
recommending policies, strategies and action plans for adoption by the 
Board; 


b. Monitoring the implementation of the Toronto City Council’s Action Plan to 
Confront Anti-Black Racism;  


c. Monitoring the implementation of the TPSB Race-Based Data Collection, 
Analysis, and Public Reporting Policy, including reviewing the data 
analysis; any interventions developed by TPS to address racial disparities 
should be reviewed by ARAP for feedback and recommendations for 
enhancement;  


d. Monitoring the implementation of the Andrew Loku Inquest using the 
monitoring framework previously developed by ARAP; 


e. Reviewing TPS reports on CEW use and making recommendations for 
enhancement; 


f. Monitoring the implementation of Inquest recommendations as 
appropriate; 


g. Reviewing the development and implementation of all TPS training and 
offering recommendations for enhancement, including training on anti-
racism; and 


h. Participating in the community consultation process on the Toronto Police 
Service’s annual budget. 
 


4. ARAP recommends that the new ARAP Co-Chairs be Board Member Mr. 
Ainsworth Morgan (as the TPSB Co-Chair) and Mr. Anthony Morgan, the 
Manager of the City of Toronto’s Confronting Anti-Black Racism Unit or 
agreed designate (as the Community Co-Chair), for a term of 3 years from 
2020-2023.  
 


5. ARAP should meet with the Board’s Mental Health & Addictions Advisory 
Panel (MHAAP) annually and as needed to share information and 
recommendations. ARAP and MHAAP should share their meeting minutes 
and convene a joint meeting when there are issues of mutual interest and 
significance. 
 


6. ARAP recommends the full implementation of the TPSB Race-Based Data 
Collection, Analysis, and Public Reporting Policy by January 1, 2021, and 
recommends that the Toronto Police Service continue ongoing reporting on 
progress to ARAP, and to the Board at its public meetings, on a quarterly 
basis. 
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7. ARAP recommends the full implementation of the recommendations 
contained in the PACER report by January 1, 2021, and recommends that the 
Toronto Police Service report on progress to ARAP, as well as to the Board at 
a public meeting. 
 


8. The Board direct the Chief to: 
a. create a permanent, standalone Ethics, Inclusivity and Human Rights 


training course that contributes to professional practice in policing in the 
context of providing policing services to Toronto’s diverse communities 
and populations. This training curriculum will include, among other 
components: anti-racism; anti-Black and anti-Indigenous racism; bias 
avoidance; interactions with racialized communities, LGBTQ2S+ 
communities, and marginalized communities; an understanding of 
intersectionality; the importance of lived experience in developing 
understanding and compassionate service delivery; the LGBTQ2S+ 
community; principles of human rights accommodation and disabilities, 
including mental health and addictions issues, and, ethics in policing. 
This standalone course will be taken every 2 years by all Members of the 
Service, civilian and uniform; 
 


b. ensure this training is developed and updated based on best practice and 
through the active engagement of the City of Toronto’s Confronting Anti-
Black Racism (CABR) Unit, subject matter experts in anti-racist 
curriculum design and community representatives with expertise in 
systemic racism and anti-Black and anti-Indigenous racism, community 
representatives with experience in addressing discrimination and 
prejudice against people with mental and addictions issues, and that the 
City’s CABR Unit be requested to provide an independent assessment of 
the new course curriculum to the Board by October 2020; 


 
c. make this training mandatory for both new and current Members of the 


Service, both uniform and civilian; 
 


d. create and implement a framework to constantly evaluate the efficacy of 
this training and serve to identify areas for improvement to the training, 
evaluate the competence of training participants, with reports on the 
Service’s findings and responsive actions provided to the Board semi 
annually; 


 
e. make permanent the current anti-Black racism training component of the 


annual re-training (civilians) and In Service Training Program (uniform) 
and report back to the Board on opportunities to expand this component; 


 
f. audit and review all courses to determine how anti-racism training can be 


incorporated throughout all courses taught at the College, and report to 
the Board by December 2020 with the findings of this audit and review; 
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g. review the current training curriculum for new uniform recruits and special 


constables, and explore the inclusion of training co-developed and led by 
members of the community, outside the Toronto Police College, specific 
to police-community interactions and relations with marginalized 
communities, youth, and vulnerable populations and report to the Board 
by December 2020 with an assessment of options; and 


 
h. funding for the development and implementation of this training should 


be provided by the Toronto Police Service. 
 


9. The Board’s Mental Health and Addictions Advisory Panel (MHAAP) should 
be made permanent, and a review of the terms of reference for the panel 
should take place every 3 years in consultation with the Board and MHAAP, 
or when required, where the panel mandate and membership is reviewed 
and renewed as appropriate. MHAAP should participate in the community 
consultation process on the Toronto Police Service’s annual budget. MHAAP 
should meet with the Anti-Racism Advisory Panel as needed to share 
information and recommendations. MHAAP should meet with the Board’s 
Anti-Racism Advisory Panel (MHAAP) annually and as needed to share 
information and recommendations. MHAAP and ARAP should share their 
meeting minutes and convene a joint meeting when there are issues of 
mutual interest and significance. 
 


10. The Board, in consultation with its Mental Health and Addictions Advisory 
Panel, Anti-Racism Advisory Panel and the Toronto Police Service, should: 


 


e. expand the Mobile Crisis Intervention Team Program on an urgent basis 
to meet current service demands, and that any expansion be funded from 
within the current 2020 Toronto Police Service Operating Budget, and 
given that no allocation was made for this purpose within the current 
budget, any expenses that cannot be absorbed be allocated to appropriate 
reserves; 
 


f. work with the Government of Ontario, the City of Toronto, community-
based mental health and addictions providers, and organizations 
representing people with mental health and/or addictions issues, and other 
partners to develop new and enhance existing community based models 
to mobile mental health crisis intervention service delivery where this 
intervention is delivered by mental health experts (e.g. trained nurses, 
social workers, peer workers etc.) and may not necessarily involve police 
officers unless there are significant safety issues present; and, 


 


g. if an alternative mobile crisis intervention model is identified and all 
partners agree, and the demand for a regular police presence reduces, 
the Board can identify the funding currently allocated to the Service’s 
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Mobile Crisis Intervention Team Program for re-allocation to this 
alternative model; 


 


h. all TPS Officers should be required to receive the five-day Mobile Crisis 
Intervention Team training, and explore whether alternative training 
options should be provided, including the Mental Health Commission of 
Canada’s Mental Health First Aid training, Emotional CPR, etc. 


 
11. The Board will consult with its Anti-Racism Advisory Panel and its Mental 


Health and Addictions Advisory Panel on Recommendations 1 – 4 and 
consider any input provided on an ongoing basis; 
 


12. The Board direct the Chief to annually provide a line-by-line breakdown of the 
Toronto Police Service’s existing budget at the outset of the Board’s annual 
budget process, and this breakdown should be made publicly available. This 
line-by-line breakdown should be organized by the Toronto Police Service’s 
individual program areas, functions or services delivered so as to provide 
maximum transparency to the public as to how public dollars are allocated 
currently (while not revealing investigative techniques or operations). The 
Board should also direct the Chief to provide and make publicly available the 
same line-by-line breakdown of any new budget requests that are 
recommended to the Board during the Board’s annual budget process; 


 
13. The Board allocate funding from its Special Fund to support enhancements to 


the public consultation process regarding the annual proposed Toronto Police 
Service budget, including the involvement of community-based consultation 
partners and should commence the public consultation process in September 
2020; and, 


 
14. The Board direct the Chief to provide a status update regarding the 


recommendations in The Way Forward, based on what has already been 
implemented, what remains to be implemented, and what additional 
recommendations for modernization can lead to more effective and efficient 
police service delivery. This ‘refresh’ of The Way Forward should occur on the 
basis of stakeholder and community consultation that recognizes community 
safety is a shared societal responsibility. 


 
 
ARAP also endorses all of the recommendations that were developed through 
consensus by the Community Members of the Toronto Police Services Board’s Mental 
Health & Addictions Advisory Panel (MHAAP) at a meeting held on the morning of 
Thursday, July 23, 2020. 
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TPS Mental Health & Addictions Strategy 
 


15. First and foremost, MHAAP recommends that the TPS and the Board fully 
implement the TPS Mental Health and Addictions Strategy by September 30, 
2021, which is within two years of the initial launch of the strategy. 


 
 
Toronto Mobile Crisis Intervention Team (MCIT) Program 
 


16. MHAAP supports the expansion of the MCIT in partnership with existing 
community-based crisis services in Toronto, including peer support services. 
The total costs for this expansion should come from the existing TPS budget.  


 
17. At the same time, MHAAP recommends that the Board advocate for, at 


minimum, an equal amount of additional funding for community-based 
services – those organizations that provide the relevant resources, services 
and support to assist individuals with responding to mental health and 
addictions related issues – to work in collaboration with police crisis services 
and Ontario Health Teams. 


 
18. The police officers with the MCIT program should wear plainclothes. TPS 


should consult with service users, front-line workers and TPS members to 
develop a plan to move to a plainclothes approach for the MCIT police 
officers.  


 
19. TPS should work with the City of Toronto to develop community-based asset 


mapping to determine the most effective crisis response models that would 
work best for Toronto, including the services that currently exist that can 
support individuals in crisis right now. Information on the outcomes of the 
existing crisis calls to TPS (by police division, etc.), the outcomes of the crisis 
calls, as well as the connections between MCIT and other community-based 
services is needed to determine the most appropriate response for individuals 
in crisis.  


 


20. Any plans for MCIT expansion should be first presented to MHAAP for 
feedback and review; and the plan should include a comprehensive plan for 
routine monitoring, evaluation, benchmarks for success, etc.  


 


21. An expanded MCIT model should build in ongoing case management and/or 
ongoing supports for the individuals in crisis served by MCIT in partnership 
with a community-based mental health and addictions service provider, and 
ensure these individuals are referred to community-based crisis prevention 
programs and the FOCUS program.  


 


22. The current MCIT Steering Committee should be expanded to include 
representatives from MHAAP as well as the Board’s Anti-Racism Advisory 
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Panel (ARAP), Executive Directors/CEOs of community-based mental health 
and addictions agencies, representative from the City of 
Toronto’s Confronting Anti-Black Racism (CABR) Unit, and people with lived 
experience of mental health and addictions issues, as well as any other 
members appointed/selected by the Board, ensuring significant inclusion of 
peer run organizations. The expanded MCIT Steering Committee should meet 
quarterly at a minimum. 


 


23. TPS should host quarterly meetings at the division-level with the community-
based mental health and addictions agencies within their division to plan for a 
coordinated approach to crisis response and prevention services and align 
their strategies with existing community-based planning tables as appropriate.  


 
24. The MCIT program should ensure that a culturally responsive approach is 


embedded into the program, consistent with the commitment to equity and 
anti-racism as outlined in the TPS Mental Health and Addictions Strategy. 
Individuals that are recruited for the MCIT program, including police officers 
and health care providers, must have demonstrated ability for anti-racist and 
anti-oppressive practice, demonstrated skills in human rights related matters, 
and lived experience of mental health and/or addictions related issues.  


 


25. MCIT program should continue to collect data on interventions and services 
provided to inform the quality improvement of program operations: 


a. This data should be anonymized, aggregated, and made available to the 
public, through regular reporting to the Board; 


b. Race-based data collection must be made mandatory for the MCIT program 
and prioritized for implementation as soon as possible; 


c. Gender-based data collection should be enhanced beyond gender binary 
options;  


d. Outcomes of MCIT interactions should be reported publicly, including when 
apprehensions are made under the Mental Health Act, and whether there are 
disparities by race using the TPS race-based data collection; 


e. Outcomes of MCIT interactions should be linked to emergency department 
data, through the Institute for Clinical Evaluative Sciences, to better 
understand how apprehensions made under the Mental Health Act result in 
hospital admissions; and 


f. Data relating to the MCIT program should be reviewed by MHAAP and ARAP 
prior to public release.  


 
 
Communication to the Public Regarding Crisis Response Programs 
  


26. TPS should work with the Government of Ontario, City of Toronto, 
community-based mental health and addictions providers, and people with 
lived experience of mental health and addictions issues, to develop a low-
cost, public, social media campaign to increase awareness about the different 







 


Page | 120  
  


types of crisis response services in Toronto, including police-based models 
and non-police models, the role of police under the Mental Health Act, the use 
of Form 1 and Form 2 under the Mental Health Act, and individuals’ rights 
related to the Mental Health Act. Success stories should be showcased as 
part of this campaign. 


 
 
Training for All TPS Members 
 


27. Training and education for all TPS members, at minimum on an annual basis, 
should include education by members of peer-run organizations, including 
organizations representing people with lived experience of mental health and 
addiction issues, forming collaborations with Black, Brown, Indigenous, 
LGBTQ2S+, immigrant and refugee community members skilled in training. 
Training needs to be relevant to the root causes and consequence of 
structural violence, systemic and internalized racism and negative 
stereotyping of, a focus on the impact of intersectionalities, and use of force 
on, people with mental health and/or addictions issues. All training must be 
trauma informed. 


 
28. Training must prioritize and emphasize de-escalation. De-escalation is 


important for safe outcomes involving people in crisis. Training must include 
members of the communities most often affected by use of force, and funds 
must be provided by TPS for community members to provide this education. 


 
29. The Board should recommend to the Government of Ontario (Ministry of the 


Solicitor General) that a review of the use of force model be conducted, that 
the use of force model be renamed the de-escalation model, and that the new 
model minimize the use of force, especially with people in crisis.  


 


-------- 


Appendix to the ARAP Recommendations 


 
Selected definitions from Ontario’s 3-Year Anti-Racism Strategic Plan, arising from the 
Anti-Racism Act, 2017, S.O. 2017, c. 15. 


 
Selected Definitions 
 
Anti-Black racism 
Anti-Black racism is prejudice, attitudes, beliefs, stereotyping and discrimination that 
is directed at people of African descent and is rooted in their unique history and 
experience of enslavement. Anti-Black racism is deeply entrenched in Canadian 
institutions, policies and practices, such that anti-Black racism is either 
functionally normalized or rendered invisible to the larger white society. Anti-Black 
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racism is manifested in the legacy of the current social, economic, and political 
marginalization of African Canadians in society such as the lack of opportunities, 
lower socio-economic status, higher unemployment, significant poverty rates and 
overrepresentation in the criminal justice system. (African Canadian Legal Clinic). 


 
Race 
Is a term used to classify people into groups based principally on physical traits 
(phenotype) such as skin colour. Racial categories are not based on science or 
biology but on differences that society has chosen to emphasize, with significant 
consequences for people’s lives. Racial categories may vary over time and place, 
and can overlap with ethnic, cultural or religious groupings. 


 
Racism 
Refers to ideas or practices that establish, maintain or perpetuate the racial 
superiority or dominance of one group over another. 


 
Systemic racism 
When institutions or systems create or maintain racial inequity, often as a result 
of hidden institutional biases in policies, practices and procedures that privilege 
some groups and disadvantage others. 


 
 
Guiding Principles 
 
A Better Way Forward: Ontario’s 3-Year Anti-Racism Strategic Plan targets 
systemic racism by building an anti-racism approach into the way government 
develops policies, makes decisions, evaluates programs, and monitors outcomes. It 
calls for a proactive, collaborative effort from all government ministries and 
community partners to work toward racial equity. 


 
The plan is comprised of initiatives under four categories: Policy, Research and 
Evaluation; Sustainability and Accountability; Public Education and Awareness; and 
Community Collaboration. In addition, there are targeted population-specific 
strategies. All of these initiatives are informed by the following key guiding principles: 


 
7. Systemic focus: We are focusing on proactively removing systemic barriers 


and root causes of racial inequities in provincial institutions. 
 


8. Whole-of-government, collective impact approach: We recognize that 
working with ministries across government — not in silos — is required to 
address systemic racial inequities. 


 
9. Targeted universalism: We recognize everyone benefits from 


government’s targeted removal of systemic barriers faced by the most 
disadvantaged communities. Reducing barriers and disparities leads to a 
better Ontario for everyone. 
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10. Distinctness and intersectionality of racisms: We acknowledge racism is 


experienced differently by various racialized groups, and within groups 
along intersectional lines, including gender identity, creed, class, sexual 
orientation, history of colonization, etc. 


 
11. Inclusive process: Indigenous and racialized people must be meaningfully 


engaged. Their perspectives and guidance inform the strategy and 
government decision-making. 


 
12. Transparent, evidence-based approach: Our approach is evidence-based 


and driven by measurable goals and outcomes that are tracked and publicly 
reported. This is consistent with Ontario’s Open Government principles. 


 
13. Sustainability: We are setting the foundation for long-term government 


anti- racism efforts. 
 


 
 


 
 


 
 





		letter to solgen final 2021.001.05

		august_2020_police_reform_board_report_minute

		Untitled












Rethinking 
Community 


Safety 


A Step Forward For Toronto







In partnership with







Contents


Introduction......................................................................................................1


Racism and Policing........................................................................................2


Racialized People, Especially Black and Indigenous People, Are Overpoliced..............2


Policing Has Disproportionately Negative Effects on Black and Indigenous Communities...3


It’s Time to Reconsider the Role of Policing...................................................4


First  Steps.................................................................................................4


Areas of Immediate Action..............................................................................5


Homelessness...................................................................................................5


People Experiencing Homelessness Are Overpoliced............................................5


Overpolicing Has Significant Negative Consequences......................... .. .. .............6


Overpolicing People Who Are Experiencing Homelessness Does Not Make Anyone Safer.....6 


There Are Alternatives That Produce Better Outcomes...........................................7


Toronto Can Adopt Successful Alternatives Now, Simply by Refocusing Resources........8


Mental  Health..................................................................................................9


Policing Is Not the Appropriate Way to Respond to Mental Health Crises..................10


Alternatives Are in Place in Other Jurisdictions That Produce Better Results..............11


Toronto Has Options That Could Be Implemented Now................................... .. .. .11


Youth...............................................................................................................13


Youth Are Overpoliced, and the Impact Is Severe................................................13


Intensive Policing Has Negative Effects on Many Other Long-term Outcomes for Youth. ..14


Overpolicing Youth Does Not Make Communities Safer.........................................14


Alternatives to Policing Produce Better Outcomes...............................................16


Toronto Has Programs That Could Be Expanded to Better Address Safety Issues........16


Gender-Based Violence...................................................................................17


The “Criminal Justice” Approach Is Not Working..................................................17


Social Supports Improve Outcomes.................................................................19


Toronto Has More Effective Models That Can Be Expanded Now...........................21


911 Dispatch...................................................................................................21


Most	911	Calls	Aren’t	Really	About	Policing.......................................................21


Non-police Responses to 911 Calls Make Sense.................................................22


Effective Alternatives Already Exist..................................................................23


Opportunities for Action................................................................................23







Rethinking 
Community 
Safety
There are widespread calls for fundamental changes in the 
way we think about and implement community safety. In the 
past, policy-makers treated policing as the answer to a wide 
range of community-safety issues, but that has not been 
borne out in practice. All too often, policing has deepened 
systemic injustices, harmed Black, racialized, and Indigenous 
communities, and failed to achieve its stated goal. In fact, both 
research and first-hand experience show that, in a broad range 
of settings, policing is the wrong tool for improving safety. It 
often has the opposite effect, and it does so at great expense, 
despite the availability of better alternatives.


In spite of growing consensus that community safety approach-
es need to be reimagined, the process of doing so has often 
stalled because of the scope and complexity involved. This 
report is intended as one step forward in the work of reimagin-
ing community safety. 


This report presents a summary of research and discussions 
that have taken place in Toronto, in partnership with service 
agencies, advocacy groups, and community associations. The 
goal of this document is to outline some of the key challenges 
with the existing policing model and to identify areas where 
changes from the current model are already available and can 
be initiated now. 


This document cannot address the full scope of community 
safety strategies nor all of the issues relating to policing 
and systemic discrimination. It aims to provide one small step 
forward by pointing out some specific areas where policing 
responses are problematic and where demonstrably more 
effective interventions already exist. It provides some immedi-
ate opportunities to step away from models of community safety 
that do not work, and replace those ineffective approaches with 
systems that are more appropriate to the challenges involved 
and can produce better outcomes.
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Racism 
and Policing
There is intense concern about the impact of policing on 
Black, racialized, and Indigenous communities. Recent events, 
including the deaths of Rodney Levi, Chantel Moore, D’Andre 
Campbell, Ejaz Ahmed Choudry, Regis Korchinski-Paquet, 
and far too many others—including George Floyd, Breonna 
Taylor, and Atatiana Jefferson in the US—have brought into 
stark relief the long-standing issue of disproportionate policing, 
violence, and death facing Indigenous, Black, and other  
racialized communities.


Racialized People, Especially Black 
and Indigenous People, Are Overpoliced
Studies, reviews, and analyses have repeatedly shown what 
many communities have known for a long time: police stop, 
arrest, and search Black and Indigenous people more often 
than they engage with white people.


Numerous studies in the US show that Black and racialized 
youths are more likely to be stopped, questioned, and arrested 
than whites.1 This is also true in Canada. An analysis of polic-
ing in Halifax in 2019 showed Black people were six times as 
likely as white people to be stopped for street checks.2 In 2017, 
Indigenous people accounted for over 16% of street checks in 
Vancouver, despite making up just over 2% of the population 
and Black people accounted for 5% of the checks despite 
making up less than 1% of the population.3  


A Montreal study showed almost one in every six Indigenous people 
were stopped in street checks, and one in every seven Black people 
were stopped while the rate for whites was less than one in twenty.4 
Analysis of Toronto police statistics showed that Black people were 
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3.4 times as likely to be “carded” as white people and that brown 
people were 1.8 times as likely to be stopped.5 


Policing Has Disproportionately Negative 
Effects on Black and Indigenous Communities
Black and Indigenous communities are not only more likely 
to interact with police, they are also far more likely to face 
negative outcomes from that interaction. Black and Indigenous 
people are more likely than white people to be arrested, jailed, 
subjected to the use of force, and even killed, as a result of 
police interaction. The disproportionate impact of policing can 
be particularly pronounced for Black, racialized, and Indige-
nous individuals who also identify as part of other overpoliced 
communities, including youth, those who experience mental 
illness, and those without housing.


According to a study published by the Ontario Human Rights 
Commission in 2020, Black people are 3.9 times more likely to 
be charged by police than white people.6 Although they 
represented only 8.8% of Toronto’s population in 2016 Census 
data, 42.5% of people involved in obstruction-of-justice charges 
were Black, making them 4.8 times more likely to be charged 
with obstruction-of-justice offences than their representation in 
the general population would predict.7  


Rates of incarceration are also disproportionate. Black people 
make up 7.2% of the prison population in the Canada8 but are 
only 3.5% of the overall population,9 making them more than twice as 
likely to be incarcerated. Indigenous people are five times as likely 
as the rest of the population to be incarcerated, and constitute 
25.2% of the prison population10 though they make up only 4.9% of 
the population as a whole.11  


5. Jim Rankin and Patty Winsa, “Known to Police: Toronto Police Stop and Document Black and Brown People Far More Than
Whites,” Toronto Star, 21 August 2013, https://www.thestar.com/news/insight/2012/03/09/known_to_police_toronto_po-
lice_stop_and_document_black_and_brown_people_far_more_than_whites.html.


6. Ontario Human Rights Commission, “A Disparate Impact: Second Interim Report: Inquiry on Racial Profiling and Racial
Discrimination of Black Persons by the Toronto Police Service” (Toronto, ON: Ontario Human Rights Commission, 2020),
http://www.ohrc.on.ca/sites/default/files/A%20Disparate%20Impact%20Second%20interim%20report%20on%20the%20
TPS%20inquiry%20executive%20summary.pdf#overlay-context=en/disparate-impact-second-interim-report-inquiry-ra-
cial-profiling-and-racial-discrimination-black.


7. Ibid.
8. Public Safety Canada, Corrections and Conditional Release Statistical Overview 2019, https://www.publicsafety.gc.ca/cnt/


rsrcs/pblctns/ccrso-2019/ccrso-2019-en.pdf.
9. Statistics Canada, “Census Profile, 2016 Census,” 8 February 2017. https://www12.statcan.gc.ca/census-recense-


ment/2016/dp-pd/prof/details/page.cfm?Lang=E&Geo1=PR&Code1=01&Geo2=PR&Code2=01&Data=Count&-
SearchText=canada&SearchType=Begins&SearchPR=01&B1=All&TABID=1.


10. Public Safety Canada, Corrections and Conditional Release Statistical Overview 2019.
11. Statistics Canada, “Census Profile, 2016 Census.” 8 February 2017. https://www12.statcan.gc.ca/census-recense-


ment/2016/dp-pd/prof/details/page.cfm?Lang=E&Geo1=PR&Code1=01&Geo2=PR&Code2=01&Data=Count&-
SearchText=canada&SearchType=Begins&SearchPR=01&B1=All&TABID=1.
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Black people are, according to the Ontario Human Rights Com-
mission, also five times more likely to experience low-level use 
of force than white people12 and made up approximately 29% of 
police use-of-force cases that resulted in serious injury or 
death, despite representing only 8.8% of Toronto’s population.13


In Toronto 60% of deadly encounters with police, and 70% 
of fatal police shootings involved Black people, making them 
nearly 20 times more likely than a white person to be involved 
in a fatal shooting.14 


While less data is available on policing Indigenous people, 
what is available is deeply troubling. For example, in Winnipeg, 
Indigenous people make up about 10.6% of the city’s popula-
tion, while constituting over 60% of the people who died in 
police encounters between 2000 and 2017.15 Between 2007 and 
2017, more than one-third of people shot to death by the RCMP 
were Indigenous, despite Indigenous people making up less 
than 5% of the total population.16


It’s Time to Reconsider the Role of Policing
These analyses leave no doubt that police interactions with Black 
and Indigenous communities show long-standing, serious, and 
deep-seated problems. These problems have persisted despite 
years of reform proposals, training initiatives, and public assurances 
of change. The issue is systemic and embedded enough to cause 
the United Nations to call systemic racism “endemic” to the Canadian 
justice system.17


Given that pattern, it seems appropriate to consider alternatives to 
policing as ways to improve public safety. This is a large task, but 
crucial steps forward can be taken now. 


First Steps 
This report explores a number of specific areas that can be 
addressed as an initial step in reimagining safety. These are areas in 


12. Ontario Human Rights Commission, “A Disparate Impact: Second Interim Report: Inquiry on Racial Profiling and Racial
Discrimination of Black Persons by the Toronto Police Service” (Toronto, ON: Ontario Human Rights Commission, 2020),
http://www.ohrc.on.ca/sites/default/files/A%20Disparate%20Impact%20Second%20interim%20report%20on%20the%20
TPS%20inquiry%20executive%20summary.pdf#overlay-context=en/disparate-impact-second-interim-report-inquiry-ra-
cial-profiling-and-racial-discrimination-black.


13. Ibid.
14. Ibid.
15. Natasha Simpson, “Canada Has Race-Based Police Violence Too. We Don’t Know How Much,” The Tyee, 2 June 2020,


https://thetyee.ca/Analysis/2020/06/02/Canada-Race-Based-Violence/.
16. Colin Freeze, “More Than One-Third of People Shot to Death Over a Decade by RCMP Officers Were Indigenous,” The


Globe and Mail, 17 November 2019, https://www.theglobeandmail.com/canada/article-more-than-one-third-of-people-
shot-to-death-over-a-decade-by-rcmp/.


17. United Nations Human Rights Office of the High Commissioner, Canada: UN Expert Panel Warns of Systemic Anti-Black
Racism in the Criminal Justice System, 21 October 2016, https://www.ohchr.org/EN/NewsEvents/Pages/DisplayNews.
aspx?NewsID=20736&LangID=E.
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which there is extensive research available to clearly show that 
policing is excessive, problematic, and involves disproportionate use 
of force. These are also areas for which viable, proven alternatives 
exist now. Community-based services providers in Toronto are willing 
partners for initiatives that increase care and support in these 
communities, in place of police interventions, and they already deliver 
programs that can be scaled to fill these roles.


It is critical that further work continue, in order to generate the strate-
gies needed to fully address the fundamental and systemic problems 
related to policing. Meanwhile, as a first step in considering alterna-
tives, there are several areas of police activity that offer practical and 
achievable opportunities for change now. Processes to reallocate 
resources from policing models to community-based support models 
for providing safety in these settings should be initiated immediately.


Areas of 
Immediate 
Action
Homelessness
People experiencing homelessness are intensively policed, but 
no one ends up safer as a result. Alternatives have been pursued 
successfully in other jurisdictions and Toronto has service providers 
who could deliver similar services here, if resources were applied to 
those interventions, instead of invested in a police response.


People Experiencing Homelessness Are 
Overpoliced
Research shows that people without homes have, on average, 42 
interactions with police per year,18 just over ten times as often as 
everyone else.19 In a city like Toronto, with 8,700 people experiencing 
homelessness,20 that adds up to over 360,000 interactions every year, 
making up about 10% of all police contacts.21 This intensive policing 
18. Janey Rountree, Nathan Hess, and Austin Lyke, “Health Conditions Among Unsheltered Adults in the US,” (UC Berkeley:


California Policy Lab, 2019): 6, https://www.capolicylab.org/wp-content/uploads/2019/10/Health-Conditions-Among-Un-
sheltered-Adults-in-the-U.S.pdf.


19. Ibid.
20. City of Toronto, Street Needs Assessment: Results Report, 2018, https://www.toronto.ca/wp-content/up-


loads/2018/11/99be-2018-SNA-Results-Report.pdf.
21. The 2013 Mobile Crisis Team Coordination Steering Committee Report, MCIT Program Coordination in the City of Toronto


(MCIT Report 2013) reports 3.6 million interactions took place in 2011 including all emergency and nonemergency calls,
traffic stops, and community contracts. http://www.torontopolice.on.ca/community/tps_response_to_edp.pdf.
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has a greater impact on Black and Indigenous communities, who 
are massively overrepresented in this population. Black people are 
about 3.5 times more likely to be without housing than the rest of the 
population22 and Indigenous people are 30 times more likely to expe-
rience homelessness in Toronto.23 Indigenous people are also about 
70 times as likely to be sleeping in encampments24 and report higher 
rates of police harassment.25 In Toronto almost 16,000 tickets have 
been issued to people experiencing homelessness in a single year.26 
Police and service providers agree that well over 90% of those tickets 
will never be paid,27 but the cost of issuing and processing 16,000 
tickets is significant. Municipal court costs and policing staff costs 
indicate that over $2 million in community safety resources are spent 
on this,28 and the problems and costs don’t end there.


Overpolicing Has Significant Negative 
Consequences
In some cases, people are ticketed too many times, or respond 
incorrectly to the tickets, which results in more serious charges. 
These community members find themselves facing charges such as 
breach of peace, failure to appear, and failure to comply. These petty 
infractions then become criminal offences and result in imprisonment. 
Prisons house a lot of people who are homeless. A 2010 study in 
Toronto showed that one in five people in jail was experiencing 
homelessness at the time of their arrest.29


Overpolicing People Who Are Experiencing 
Homelessness Does Not Make Anyone Safer
We devote a large amount of resources to policing people who are 
living on the streets or in shelters when most observers, including the 
police, don’t believe it helps increase safety in any significant way.30


Policing of this population is mostly for “quality of life” infractions that 
are simply a consequence of people having nowhere else to go, such 
22. City of Toronto, Street Needs Assessment: Results Report, 2018, https://www.toronto.ca/wp-content/up-


loads/2018/11/99be-2018-SNA-Results-Report.pdf.
23. Yale D. Belanger, Olu Awosoga, and Gabrielle Weasel Head, “Homelessness, Urban Aboriginal People, and the Need for 


a National Enumeration,” Aboriginal Policy Studies 2, no. 2 (2013): 4–33, http://dx.doi.org/10.5663/aps.v2i2.19006.
24. City of Toronto, Street Needs Assessment: Results Report, 2018, https://www.toronto.ca/wp-content/up-


loads/2018/11/99be-2018-SNA-Results-Report.pdf.
25. Jim Ward & Associates, “Dealing Effectively with Aboriginal Homelessness in Toronto: Final Report,” 2008 https://www. 


homelesshub.ca/sites/default/files/attachments/biw3xtal.pdf.
26. Bill O’Grady, Stephen Gaetz, and Kristy Buccieri, “Tickets... and More Tickets: A Case Study of the Enforcement of the 


Ontario Safe Streets Act,” Canadian Public Policy / Analyse De Politiques 39, no. 4 (2020): 545, http://www.jstor.org/
stable/23594731.


27. Bill O’Grady, Stephen Gaetz, and Kristy Buccieri, Can I See Your ID? The Policing of Youth Homelessness in Toronto 
(Toronto: JFCY & Homeless Hub, 2011).


28. “Toronto 2018 Budget: Court Services” (Toronto: City of Toronto, 2018): 1-36, https://www.toronto.ca/wp-content/up-
loads/2017/12/8b78-Courts-2018-Operating_Budget-v1.pdf;
Bill O’Grady, Stephen Gaetz, and Kristy Buccieri, “Tickets... and More Tickets: A Case Study of the Enforcement of the 
Ontario Safe Streets Act,” Canadian Public Policy / Analyse De Politiques 39, no. 4 (2020): 545, http://www.jstor.org/
stable/23594731.


29. Amber Kellen et al., “Homeless and Jailed: Jailed and Homeless,” The John Howard Society of Toronto, 2010: 1-42, http://
johnhoward.on.ca/toronto/wp-content/uploads/sites/5/2014/09/JHS-Toronto_Report-Homeless-and-Jailed.pdf.


30. Robert Hartmann McNamara, “Policing the Homeless: Policy, Practice, and Perceptions,” Policing: An International Jour-
nal of Police Strategies and Management 36, no. 2 (2013): 357-374.
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as sleeping or drinking in public or trying to stay warm in cafés or 
malls.31 Police and public officials express frustration at dedicating 
time to policing those experiencing homelessness, recognizing that 
it has little, if any, impact on serious criminal activity.32


There Are Alternatives That Produce 
Better Outcomes 
Other cities have implemented alternatives that work better, make 
their cities safer, and have more positive outcomes. Places like 
Olympia, Washington;33 Honolulu, Hawaii;34 Chicago, Illinois;35 
Denver, Colorado;36 and Charleston, North Carolina37 among others, 
have implemented programs that respond to homelessness very 
differently. These programs send civilian community-outreach 
workers to 911 calls relating to people experiencing homelessness, 
instead of using police as the primary response. The outreach 
workers focus not on charges or penalties but on linking individuals 
with the services they need to get off the street. In Darwin, Australia, 
homelessness within the Indigenous community is addressed using 
civilian Indigenous staff as first responders who link homeless and 
distressed people to services - a program that has served tens of 
thousands and spread to dozens of communities.38 


The results of these approaches are impressive. Evaluations of these 
types of programs show that they succeed at moving homeless 
people from the streets to stable housing and in the process reduce 
arrests by 80% and incarceration time by 90%39 (as well as cutting 
time in hospital emergency rooms by 60%).40


31. M. Lori Thomas et al., “Moore Place Permanent Supportive Housing Evaluation Study: Final Report,” University of North
Carolina, 2016: http://www.csh.org/wp-content/uploads/2015/05/Moore-Place-Evaluation-Project_Final-Report_4-28-15.pdf.


32. US, City and County of San Francisco Board of Supervisors Budget and Legislative Analyst’s Office, Policy Analysis
Report: Homelessness and the Cost of Quality of Life Laws (San Francisco, CA: Budget and Legislative Analyst’s Office,
2016), https://sfbos.org/sites/default/files/FileCenter/Documents/56045-Budget%20and%20Legislative%20Analyst%20
Report.Homelessness%20and%20Cost%20of%20Quality%20of%20Life%20Laws.Final.pdf;
Robert Hartmann McNamara, “Policing the Homeless: Policy, Practice, and Perceptions,” Policing: An International Jour-
nal of Police Strategies and Management 36, no. 2 (2013): 357-374.


33. Christie Thompson, “This City Stopped Sending Police to Every 911 Call: Riding Along with the Civilian ‘Crisis Responders’
of Olympia, Washington,” The Marshall Project, 24 July 2020, https://www.themarshallproject.org/2020/07/24/crisisre-
sponders.


34. Natanya Friedheim, “Honolulu Police Try Building More Trust With The Homeless,” Civil Beat, 27 December 2017, https://
www.civilbeat.org/2017/12/honolulu-police-try-building-more-trust-with-the-homeless.


35. Chicago Mayor’s Office, Mayor Emanuel Announces Pilot To Address Chronic Homelessness With Viable Housing Options
For Residents (Chicago, IL: Mayor’s Office, 2016), https://www.chicago.gov/city/en/depts/fss/provdrs/emerg/news/2016/
april/mayor-emanuel-announces-pilot-to-address-chronic-homelessness-wi.html.


36. Kevin Beaty, “A Long-Planned Program to Remove Police from Some 911 Calls Launched as Denver’s Streets Erupted in
Police Brutality Protests,” Denverite, 8 June 2020, https://denverite.com/2020/06/08/a-long-planned-program-to-remove-
police-from-some-911-calls-launched-as-denvers-streets-erupted-in-police-brutality-protests/.


37. “Ending Homelessness for People Living in Encampments: Lessons from Charleston, SC,” (United States In-
teragency Council on Homelessness, 2017): https://www.usich.gov/resources/uploads/asset_library/encamp-
ment-case-study-charleston.pdf.


38. Andrea Booth, “Darwin Night Patroller Out to ‘Help the People’ Stay Away from Prison,” Special Broadcasting Service, 15
September 2015, https://www.sbs.com.au/nitv/article/2015/09/14/darwin-night-patroller-out-help-people-stay-away-pris-on.


39. M. Lori Thomas et al., “Moore Place Permanent Supportive Housing Evaluation Study: Final Report,” University of North
Carolina, 2016: http://www.csh.org/wp-content/uploads/2015/05/Moore-Place-Evaluation-Project_Final-Report_4-28-15.pdf


40. Cheryl Forchuk, Jan Richardson, and Heather Atyeo, “Addressing Homelessness Among Canadian Veterans,” edited by
Naomi Nichols and Carey Doberstein, (Canadian Observatory on Homelessness, 2016): https://www.homelesshub.ca/
sites/default/files/attachments/3.8%20Forchuk%2C%20Richardson%2C%20Atyeo_0.pdf.
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Follow-up studies on people experiencing homelessness in Toronto 
showed that a full range of supports resulted in a dramatic decrease 
in addictions, a 56% reduction in arrests, and a 68% reduction in 
incarcerations (as well as a roughly 40% reduction in ambulance and 
emergency room use).41 Helping people who are living on the streets 
get to drop-ins, shelters, and housing turns out to be better for both 
the housed and unhoused in our communities, and costs a lot less 
than sustaining punitive policing strategies.


Toronto Can Adopt Alternatives Now, Simply by 
Refocusing Resources 
Our current strategy of policing those who are homeless generates 
roughly 360,000 police interactions, as many as 16,000 tickets, and 
hundreds of incarcerations and court hearings. These interventions 
create over $100 million dollars in costs, yet all this does little to 
reduce future problems or crime. 


As an alternative, we could follow the lead of other cities and focus 
on supporting and housing people who need homes. Expanding 
street outreach staff could be achieved with limited funding. It costs 
roughly $2,000 for an outreach team to support one person. With 
8,700 people experiencing homelessness in Toronto, extensive 
engagement could be achieved for $17 million per year.42 


This transition would require both a shift in selection of first respond-
ers and an integrated model to route calls from the public to the most 
appropriate provider. Analysis of 911 systems across North America 
shows this is long overdue. Currently in Toronto, all 911 calls are first 
routed to the Toronto Police Service, which then determines whether 
the call needs to be transferred to fire or ambulance services, or 
retained for a police response. Research suggests that the vast 
majority of 911 calls do not involve violent situations or necessitate 
the capacity for the use of force, and that civilian personnel would 
be appropriate in at least 60% of all calls.43


Of course, outreach is of little help unless people have somewhere 
else to go, but Toronto has many models and systems for providing 
those supports. 


41. City of Toronto, What Housing First Means for People: Results of Streets to Homes 2007 Post‐occupancy Research (Toron-
to: Shelter and Housing Administration, 2007).


42. City of Toronto, “Cost Savings Analysis of the Enhanced Streets to Homes Program,” 19 January 2009, https://www.toron-
to.ca/legdocs/mmis/2009/ex/bgrd/backgroundfile-18574.pdf.


43. Amos Irwin and Betsy Pearl, “The Community Responder Model: How Cities Can Send the Right Responder to Every 911
Call", Center for American Progress, October 2020, https://www.americanprogress.org/issues/criminal-justice/re-
ports/2020/10/28/492492/community-responder-model/.
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The Toronto Drop-in Network supports over 50 homeless drop-ins that 
give people a safe place to go and help them access supports and 
avoid conflicts with the law. Doubling the number of drop-ins would 
cost barely a quarter of what we now spend on policing people 
without homes. 


Many of those experiencing homelessness are also facing challenges 
with addictions. Toronto provides a range of safe drug-consumption 
sites, and could expand those in both volume and scope. This would 
provide more people, across a broader range of substance use 
issues, with safe places to manage them, without impacting others. 
Adding a new safe-consumption site costs less than 4% of the cost of 
policing people experiencing homelessness and, according to 
research, saves over $10,000 per person served by preventing more 
costly medical interventions.44 


Peer-support programs also play a critical role in assisting people 
in accessing supports, retaining housing, and gaining employment. 
Peer-led models provide a more successful link to service and are a 
source of meaningful engagement, while being an inexpensive way to 
improve outcomes and reduce crises for homeless people.


Supportive housing is another critical component of eliminating the 
need to police people experiencing homelessness. Toronto has 
already set a target and made investments in expanding supportive 
housing and additional funding has been committed by the federal 
government. While provincial funds have not yet fully met their goals, 
the cost of waiting is high. We could maintain four supportive housing 
units, complete with staff, or two shelter beds, for what we now spend 
on holding a person in jail for a day.


In short, there are better strategies for supporting community 
members who are without homes that will deliver better long-term 
outcomes. These options cost less than what we already spend on a 
system that penalizes and harasses people without homes, and that 
drains resources from alternate strategies that would deliver on the 
stated goal of making our communities safer. 


Mental Health
Highly publicized stories of violent and even fatal police interventions 
with people experiencing mental health crises have led to increas-
ing scrutiny. The results of that scrutiny strongly suggest that another 
44. Eva A. Evans et al., “ Potential Cost-effectiveness of Supervised Injection Facilities in Toronto and Ottawa, Canada,” Ad-


diction 111, no. 3 (2015): 475-489.







model would be better, and that people facing mental health crises, 
unlike people with other health concerns, are heavily overpoliced. 


Policing Is Not the Appropriate Way to 
Respond to Mental Health Crises
Criminalizing mental health conditions is a fundamental problem, 
made worse by the impact policing has had on the community. 
Toronto police respond to over 30,000 calls for service specifically 
relating to mental health crises making up 3% of police calls, but 
those calls account for 11% of the use of force—more than twice the 
use-of-force rate for calls involving robberies and more than three 
times the amount involved in apprehending people wanted on 
charges.45 40% of all Taser use is on people in a mental health 
crisis.46 The Ontario Human Rights Commission also notes intersec-
tions between race, Indigenous identity, and increased use of force 
for people with mental health issues.47


Research, inquests, and studies indicate that this higher level of 
violence results in part from the approach police take in these 
settings. Studies note that police culture tends to emphasize forceful 
responses that quickly and definitively assert and maintain control. 
Unfortunately, this approach inhibits the potential for de-escalation. 
People involved in crisis respond poorly to force and pressure, and 
fare better with time, space, and positive engagement.48


A less forceful approach is indicated by much of the research and by 
police data. Police data show that calls to intervene with “emotionally 
distressed persons” or “persons in crisis” rarely involve any violent 
activity and often no criminal activity at all.49 Officers themselves often 
report frustration with their inability to effectively resolve these calls 
successfully.50 This pattern led the Mental Health Commission of 
Canada and the Centre for Addiction and Mental Health to suggest 


45. Toronto Police Service, Corporate Risk Management: Annual Report 2018 (Toronto, ON: Toronto Police Service, 2018),
http://www.torontopolice.on.ca/publications/files/reports/crm2018annualreport.pdf.


46. Mark Saunders, Chief of Police, Annual Report 2019: Use of Conducted Energy Weapons, 13 February 2020, included in
Toronto Police Services Board Agenda, May 2020, https://tpsb.ca/images/agendas/PUBLIC_AGENDA_2020May21_vir-
tualmeeting.pdf.


47. Ontario Human Rights Commission, A Collective Impact: Interim Report on the Inquiry into Racial Profiling and Racial
Discrimination of Black Persons by the Toronto Police Service (Ontario: Ontario Human Rights Commission, November
2018), http://www.ohrc.on.ca/en/public-interest-inquiry-racial-profiling-and-discrimination-toronto-police-service/collec-
tive-impact-interim-report-inquiry-racial-profiling-and-racial-discrimination-black.


48. Frank Iacobucci, Police Encounters with People in Crisis (Toronto, ON: Prepared for the Toronto Police Service, 2014),
https://www.torontopolice.on.ca/publications/files/reports/police_encounters_with_people_in_crisis_2014.pdf;
Ontario, Office of the Chief Coroner, Verdict of Coroner’s Jury: Andrew Loku (Toronto, ON: Office of the Chief Coroner,
2017), https://www.mcscs.jus.gov.on.ca/english/Deathinvestigations/Inquests/Verdictsandrecommendations/OC-
CInquestLoku2017.html;
S.L. Jones and T. Mason, “Quality of Treatment Following Police Detention of Mentally Disordered Offenders,” Journal of


Psychiatric and Mental Health Nursing 9, no. 1 (2002): 73–80, https://doi.org/10.1046/j.1351-0126.2001.00445.x; IACP
Law Enforcement Policy Center, “Responding to Persons Experiencing a Mental Health Crisis” (Alexandria, VA: 2018),
available at https://www.theiacp.org/sites/default/files/2018-08/MentalIllnessBinder2018.pdf.


49. Krystle Shore and Jennifer A.A. Lavoie, “Exploring Mental Health-Related Calls for Police Service: A Canadian Study of
Police Officers as ‘Frontline Mental Health Workers,” Policing: A Journal of Policy and Practice 13, no. 2 (2019): 157–171,
https://doi.org/10.1093/police/pay017.


50. Frank Jacobucci, Police Encounters with People in Crisis.(Toronto, ON: Prepared for the Toronto Police Service, 2014),
https://www.torontopolice.on.ca/publications/files/reports/police_encounters_with_people_in_crisis_2014.pdf;
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that people other than police would be best placed to effectively    
address mental health crises.51


Alternatives Are in Place in Other Jurisdictions 
That Produce Better Results
In other cities, civilian-led strategies for addressing mental health 
crises have been implemented with very good results. The widely 
praised CAHOOTS program in Eugene, Oregon, uses mental-health 
outreach workers as first responders. They take 20% of all police calls 
and resolve the issues with referrals to service, de-escalation, and 
support.52 Similar programs have been set up in Washington, DC;53 
Baltimore, Maryland;54 Houston, Texas;55 Olympia, Washington;56 and 
Denver, Colorado.57 Civilian first responders are able to handle 99.6% 
of all calls without any police support, and have a near zero record of 
any harm or injury coming to anyone involved.58 


Toronto Has Options That Could Be 
Implemented Now 
We have civilian-led mental health crisis responses already in place 
in Toronto, but they are not called on as first responders when a 
911 call is made. The Gerstein Crisis Centre answers over 40,000 
mental health crisis calls per year and conducts over 1,900 mobile 
visits. They take in over 900 people who stay in facilities that 
include “safe beds” for people in crisis. Hundreds more are support-
ed through crises in safe beds operated by CMHA and COTA. The 
Distress Centres of Greater Toronto fields another 100,000 calls. 
Assertive Community Treatment (ACT) teams help provide compre-
hensive supports to people facing significant mental health challeng-
es, and Intensive Case Management programs help link people to 
appropriate supports. These programs do a great deal to manage 
and prevent the kinds of crises that currently engage the police. 


51. Johann Brink et al., “A Study of How People with Mental Illness Perceive and Interact with the Police” (Calgary, Alberta:
Mental Health Commission of Canada, 2011): https://www.mentalhealthcommission.ca/sites/default/files/Law_How_Peo-
ple_with_Mental_Illness_Perceive_Interact_Police_Study_ENG_1_0_1.pdf;


Centre for Addiction and Mental Health, CAMH Statement on Police Interactions with People in Mental Health Crisis, June
2020, https://www.camh.ca/en/camh-news-and-stories/camh-statement-on-police-interactions-with-people-in-mental-
health-crisis.


52. Omar Villifranca, “An Alternative to Police: Mental Health Team Responds to Emergencies in Oregon,” CBS News Online,
23 October 2019, https://www.cbsnews.com/news/mental-health-team-responds-to-emergencies-oregon-alterna-
tive-to-police-2019-10-23/.


53. DC Department of Behavioral Health, “Community Response Team,” available at https://dbh.dc.gov/service/community-re-
sponse-team.


54. Baltimore Crisis Response Inc. “Mobile Crisis Team,” available at https://bcresponse.org/our-work/mobile-crisis-team.
html


55. Houston Police Department, “Crisis Call Diversion Program (CCD),” available at https://www.houstoncit.org/ccd/.
56. Christie Thompson, “This City Stopped Sending Police to Every 911 Call: Riding Along with the Civilian ‘Crisis Responders’


of Olympia, Washington,” The Marshall Project, July 24, 2020, https://www.themarshallproject.org/2020/07/24/crisisre-
sponders


57. Kevin Beaty, “A Long-Planned Program to Remove Police from Some 911 Calls Launched As Denver’s Streets Erupted in
Police Brutality Protests,” Denverite, 8 June 2020, https://denverite.com/2020/06/08/a-long-planned-program-to-remove-
police-from-some-911-calls-launched-as-denvers-streets-erupted-in-police-brutality-protests/.


58. “Mobile Crisis Teams and Frontline Staff Safety: An Analysis of Existing Data,” Prepared by the Reach Out Response
Network.


11



https://www.mentalhealthcommission.ca/sites/default/files/Law_How_People_with_Mental_Illness_Perceive_Interact_Police_Study_ENG_1_0_1.pdf

https://www.mentalhealthcommission.ca/sites/default/files/Law_How_People_with_Mental_Illness_Perceive_Interact_Police_Study_ENG_1_0_1.pdf

https://www.camh.ca/en/camh-news-and-stories/camh-statement-on-police-interactions-with-people-in-mental-health-crisis

https://www.camh.ca/en/camh-news-and-stories/camh-statement-on-police-interactions-with-people-in-mental-health-crisis

https://www.cbsnews.com/news/mental-health-team-responds-to-emergencies-oregon-alternative-to-police-2019-10-23/

https://www.cbsnews.com/news/mental-health-team-responds-to-emergencies-oregon-alternative-to-police-2019-10-23/

https://dbh.dc.gov/service/community-response-team

https://dbh.dc.gov/service/community-response-team

https://bcresponse.org/our-work/mobile-crisis-team.html

https://bcresponse.org/our-work/mobile-crisis-team.html

https://www.houstoncit.org/ccd/

https://www.themarshallproject.org/2020/07/24/crisisresponders

https://www.themarshallproject.org/2020/07/24/crisisresponders

https://denverite.com/2020/06/08/a-long-planned-program-to-remove-police-from-some-911-calls-launched-as-denvers-streets-erupted-in-police-brutality-protests/

https://denverite.com/2020/06/08/a-long-planned-program-to-remove-police-from-some-911-calls-launched-as-denvers-streets-erupted-in-police-brutality-protests/





The Reach Out Response Network has developed an alternative 
civilian-led mental-health-crisis-intervention option as well, and 
engaged providers, consumers, families, and the community in the 
development of the program. Research and public response show 
that civilian first responders are a more appropriate and safer option 
than police.59


These models succeed in linking more people to service, increasing 
their wellbeing, and reducing healthcare needs and conflict with the 
justice system. Unfortunately, these programs have lengthy waiting 
lists, with thousands of people who need supports left unserved and 
at risk. Given the amount spent on policing mental health crises, the 
resources are certainly there to respond more appropriately. In fact, 
interviews with service providers indicate the costs of addressing 
these shortages fall far below the amount currently spent on policing.


Toronto could double its “safe beds” for only $4 million. Ending wait 
lists for ACT teams would cost about $7 million and wait lists for 
intensive case management could be eliminated for $10 million per 
year. A service the size of the Gerstein Centre costs $5 million 
annually. Supportive housing units, with staff, cost on average 
$2,000-$2,500 per month. Shifting mental health interventions from 
police to community services can make those costs manageable. 
Statistics Canada found that almost 20% of police interactions involve 
a person with a mental illness or substance use disorder,60 an 
estimate widely seen as conservative. The CAHOOTS program in 
Oregon costs only a fraction of what policing the same calls used to 
cost.61 Assuming even roughly similar patterns in Toronto, a civilian-
led program would free up over $150 million each year to provide the 
services people with mental health crises need—far more than the 
cost of the programs described here.


In short, civilian-led community services are able to provide more 
apportioned responses to people experiencing mental health crises, 
prevent the escalation and violence that has caused concern with 
police responses, better link people to proper care, and in the 
process save enough from the interventions to contribute significantly 
to funding the care. While mental health services overall will still 
require significant investment from the health care system, this 
reallocation would significantly alter the crisis response environment.
59. Amos Irwin and Betsy Pearl, “The Community Responder Model: How Cities Can Send the Right Responder to Every 911


Call,” Center for American Progress, 28 October 2020;
Reach Out Response Network, “Final Report on Civilian-Led Crisis Response Alternatives for Toronto,” 2020.


60. Jillian Boyce, Christine Rotenberg, and Maisie Karam, “Mental Health and Contact with Police in Canada,” Juristat 34, no.1
(2012): https://www150.statcan.gc.ca/n1/en/pub/85-002-x/2015001/article/14176-eng.pdf?st=NXqDGIy_.


61. Zusha Elinson, “When Mental Health Experts, Not Police, Are the First Responders,” The Wall Street Journal, 24 November
2018, https://www.wsj.com/articles/when-mental-health-experts-not-police-are-the-first-responders-1543071600.
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Youth
Youth Are Overpoliced, and the Impact Is Severe
Youth are the most intensively policed age group, with Black youth 
and Indigenous youth policed most of all. 


Repeated studies done in the GTA show that Black and Indigenous 
residents and, in particular, Black youth are disproportionately 
policed, stopped, carded, and charged.62 Various studies show 
Black youth are two to three times more likely to be stopped, 
searched, and arrested in Toronto than their white counterparts.63


Although Canadian data is less comprehensive on policing by age 
group, US studies show over 38% of all police contact with individ-
uals was with young people between the ages of 16 and 24.64 Youth 
in US traffic stops are two to three times more likely to be arrested, 
and three to four times as likely to be searched than drivers over 
40.65 These numbers are far worse for BIPOC youth.66 US studies also 
show that the use of force is five times as likely against someone 
under 25 than against someone over 50.67


Most disturbingly, youth, and especially Black, Indigenous, and 
racialized youth, are more likely to face deadly force at the hands of 
police. Analysis in June of 2020 showed that 62% of the last 100 
people who died at the hands of police officers in Canada were 
between the ages of 15 and 35 and that Black and Indigenous 
people were overrepresented.68


62. Kanika Samuels-Wortley, “Youthful Discretion: Police Selection Bias in Access to Pre-Charge Diversion Programs in Cana-
da,” Race and Justice (2019): https://doi.org/10.1177/2153368719889093;
Ontario Human Rights Commission, Second Interim Report: Inquiry on Racial Profiling and Racial Discrimination of Black
Persons by the Toronto Police Service;
Jim Rankin and Patty Winsa, “As Criticism Piles Up, So Do the Police Cards,” The Toronto Star, 27 September 2013,
https://www.thestar.com/news/gta/knowntopolice2013/2013/09/27/as_criticism_piles_up_so_do_the_police_cards. html;
David Tanovich, The Colour of Justice: Policing Race in Canada (Toronto: Irwin Law, 2006);
Carol La Prairie, “Aboriginal Over-representation in the Criminal Justice System: A Tale of Nine Cities,” Canadian Journal
of Criminology 44 no. 2 (2002): 181-208;
Carol Tator and Frances Henry, Racial Profiling in Canada: Challenging the Myth of a Few Bad Apples (Toronto: University
of Toronto Press, 2006).


63. Yunliang Meng, Sulaimon Giwa, and Uzo Anucha, “Is There Racial Discrimination in Police Stop-and-Searches of Black
Youth? A Toronto Case Study,” Canadian Journal of Family and Youth 7 no.1 (2015): 115-148 http://ejournals.library.
ualberta.ca/index/php/cjfy;
Jim Rankin and Sandro Contenta, “Toronto Marijuana Arrests Reveal ‘Startling’ Racial Divide,” The Toronto Star,
6 July 2017, https://www.thestar.com/news/insight/2017/07/06/toronto-marijuana-arrests-reveal-startling-racial-divide. html.


64. DC, Development Services Group, Inc., Literature Review: Interactions Between Youth and Law Enforcement (Washing-
ton, DC: Office of Juvenile Justice and Delinquency Prevention, 2018),


65. Christine Eith and Matthew Durose, Contacts Between Police and the Public, 2008 (US Department of Justice, 2011),
https://www.bjs.gov/content/pub/pdf/cpp08.pdf;
Robert Brown, “Black, White, and Unequal: Examining Situational Determinants of Arrest Decisions from Police-Suspect
Encounters,” Criminal Justice Studies 18, no.1 (2005): 51–68.


66. Robert Brown, “Black, White, and Unequal: Examining Situational Determinants of Arrest Decisions from Police-Suspect
Encounters,” Criminal Justice Studies 18, no.1 (2005): 51–68.


67. Christine Eith and Matthew Durose, Contacts Between Police and the Public, 2008 (US Department of Justice, 2011),
https://www.bjs.gov/content/pub/pdf/cpp08.pdf.


68. Ryan Flanagan, “What We Know About the Last 100 People Shot and Killed by Police in Canada,” CTV News, 19 June
2020, https://www.ctvnews.ca/canada/what-we-know-about-the-last-100-people-shot-and-killed-by-police-in-cana-
da-1.4989794.
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This heavy policing occurs even though Canadian studies show youth 
were responsible for only 13% the Criminal Code violations,69 and the 
violations for which youth are charged also tended to be less serious 
offences even where arrests are made.70


Intensive Policing Has Negative Effects on 
Many Other Long-term Outcomes for Youth
This intensive policing is not without consequence. It results in what 
many refer to as the “criminalization” of youth behaviours and 
contributes to the “school to prison pipeline,” by transforming 
unremarkable youth behaviour among racialized populations into 
criminal acts with serious consequences.71 Youth involved with the 
justice system are widely known to face serious long-term adverse 
impacts on employment, education, housing, and income.72 US stud-
ies show that youth who have been arrested have drop-out rates that 
are 22% higher, postsecondary enrolment that is 16% lower,73 future 
income that is 20% lower,74 and higher rates of future involvement 
with the justice system.75 Even when youth are found not to be guilty, 
youth that have been arrested are more likely to live in poverty, and 
be less inclined to engage in civic participation than similar youth 
who have never been arrested.76


Overpolicing Youth Does Not Make 
Communities Safer 
Less well known are the problems overpolicing creates for public 
safety. Evidence shows that overpolicing is more likely to increase 
crime rather than reduce it. Studies find that “get tough” and “scared 
straight” programs aimed at youth usually fail, and often create larger 
safety problems.77 Targeting youth with those programs actually 


69. Public Safety Canada, A Statistical Snapshot of Youth at Risk and Youth Offending in Canada (Canada: National Crime 
Prevention Centre, 2018), https://www.publicsafety.gc.ca/cnt/rsrcs/pblctns/ststclsnpsht-yth/index-en.aspx#fn48.


70. Ibid.
71. Wanda Thomas Bernard and Holly Smith "Injustice, Justice, and Africentric Practice in Canada,” Canadian Social Work 


Review / Revue canadienne de service social 35, no. 1 (2018): 149–157.
72. Robin S. Engel et al., Deconstructing the Power to Arrest: Lessons from Research (Switzerland: Springer, 2019), Retrieved 


from https://www.theiacp.org/sites/default/files/2018-08/CPRP_Deconstructing%20the%20Power%20to%20Arrest_FINAL. 
PDF.


73. Ibid.
74. Sam Allgood, David Mustard, and Ronald S. Warren, “Impact of Youth Criminal Behavior on Adult Earnings,” University of 
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promotes anti-social attitudes that cause youth to “push back.”78 
They increase youths’ image of themselves as criminals,79 and tend 
to produce higher crime rates than occur when aggressive policing 
is not employed.80


Even police-led youth-diversion programs (where police require 
youth they have arrested to enter programs to avoid charges) have 
been shown to offer less positive outcomes than community-led 
efforts. Police-led diversion programs often broaden the scope of 
justice system involvement, fail to identify the most relevant and 
productive interventions, and provide little long-term support, leading 
to fewer long-term positive outcomes.81 


Overpolicing also undermines community relations, making efforts 
to address real safety issues more difficult.82 Canadian research in 
October 2020 showed that young people, people of colour, and 
Indigenous people were more likely to have had negative interactions 
with police than other groups and also more likely to have negative 
views of police and to feel unsafe with increased police presence.83 


These findings reflect extensive international research showing that 
previous negative interactions were significant drivers of attitudes 
toward police and willingness to engage police.84 
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Alternatives to Policing Produce 
Better Outcomes 
In place of intensive policing, communities are increasingly 
addressing youth issues with more community-based, asset-oriented 
approaches. These programs assess risk factors, facilitate access 
to protective factors, create stable relationships, and proactively link 
together services and supports rather than simply referring youth to 
programs. These positive interventions promote youth well-being, 
address conflict through conflict resolution, and establish positive 
relationships with youth that focus on support and guidance rather 
than punishment and control. These nonpolice models have helped 
reduce gun violence by 27% in Sacramento,85 and cut incidents in the 
UK by 28% where they were applied, despite rising crime overall.86 


Toronto Has Programs That Could Be Expanded 
to Better Address Safety Issues 
Toronto has over 70 youth outreach workers who engage youth. 
These staff have common cultural, racial, and Indigenous back-
grounds, roots, and relationships in the communities where they work, 
and have shared lived experience with the youth they engage which 
enables them to act as “credible messengers” and trusted supports 
for youth in crisis. When placed on the front line as the primary 
response to low-level youth crimes, youth outreach workers proved 
to be a more effective intervention than standard policing. Staff at 
local youth hubs use similar approaches as “Game Changers” and 
“Peacebuilders” staff do in local high schools. These programs 
have been able to divert youth away from criminal activity and
toward services that are relevant to their immediate needs. Trauma 
supports in response to gun crime have also helped youth facing 
serious crises. Supportive youth interventions not only help connect 
youth to programs, they also sustain this engagement by supporting 
youth to identify their own plans and actions to get their lives on track. 
However, these programs exist in a modest number of neighbour-
hoods and are not available in most of the city. Funding for program 
expansion has been delayed several times.


An estimated 5% of police calls are dedicated to nonviolent, 
noncriminal policing of youth, but the $65 million that represents is 
more than enough to dramatically expand more effective youth 
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86. International Centre for the Prevention of Crime (ICPC), International Report on Crime Prevention and Community Safety:
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loads/2019/08/International_Report_on_Crime_Prevention_and_Community_Safety_ANG.pdf.
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interventions. The number of Youth Hubs could be doubled for $9 
million, facilitating access to supports, mentorship, and healthy food 
for young people. Game Changers programs could provide support 
and conflict resolution in every high school for less than $6 million 
annually. The number of youth outreach workers could be doubled for 
$8 million, linking over 5,000 more youth to services and constructive 
activities and engagement, and better long-term outcomes. 


Gender-Based Violence
Despite decades of policy reform on gender-based violence (GBV), 
existing solutions still largely focus on police and courts, acting to 
punish and rehabilitate perpetrators, despite compelling evidence 
that shows that focusing on the support of survivors is the most 
effective tool for ensuring safety and reducing harm.87  


The “Criminal Justice” Approach Is Not Working
The dominant response to GBV—a police-led, criminal-justice-orient-
ed model—shows a number of significant weaknesses.88 Pro-arrest 
policies often do more harm than good,89 frequently penalizing 
survivors themselves90 and deterring reporting.91 Survivors in 
racialized and vulnerable populations are particularly reticent about 
police involvement,92 dissuaded by fear of being arrested, or having 
their partner arrested,93 and concerns over language barriers, racist 
treatment, and even deportation.94 


A 2008 survey of survivors’ experiences with the Toronto police 
substantiates such fears. In 11% of the cases, the woman was 
charged,95 despite the primary aggressor, in all instances, having 
been the male partner.96 The same survey suggested police were 


87. Emilomo Ogbe et al., “A Systematic Review of IPV Interventions Focused on Improving Social Support and Mental Health
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88. Rashmi Goel, “Aboriginal Women and Political Pursuit in Canadian Sentencing Circles,” in Restorative Justice and Vio-
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tions,” compiled by Stephanine Lanthier (Toronto: The Ministry of Community and Social Services, 2008): 2
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uniquely slow to respond to the incidents reported by an Indigenous 
woman.97 Such negative experiences add to a large body of evidence 
that “the criminal justice system tends to be limited in what it can 
provide to women survivors.”98 Studies have also found survivors 
were 64% more likely to have died if their partners were arrested and 
jailed and that results were even more dramatic when disaggregated 
by race, with Black survivors 98% more likely to face lethal retalia-
tion.99 Given this pattern, it is not surprising that women infrequently 
report GBV. Research shows less than half of incidents are reported 
to police,100 and that police policies play a significant role in 
minimizing women’s willingness to report.101  


Attempts to resolve inadequacies of the traditional police response 
have inspired the popularization of a “community coordinated re-
sponse” (CCR) with multiple service providers and agencies joining 
together to provide survivors with necessary resources.102 Despite  
the intention of filling in gaps in service provision for survivors, 
victims’ advocates tend to be sidelined103 in a dynamic dominated 
by law enforcement officers who prioritize institutional objectives 
over the voice of the survivor.104 Police-led CCRs typically remain 
narrowly focused on the criminal justice system105 emphasizing 
increased rates of perpetrator arrest, prosecution, and sentencing106 
while neglecting discussion of longer-term outcomes for survivors. 
There is little evidence that the tools of the justice system make 
survivors safer.107 For example, in spite of the widespread reliance on 
Batterer Intervention Programs (BIPs) in the US and Partner Assault 
Response (PAR) programs in Canada as part of sentencing and   
plea bargains, the efficacy of court-mandated treatment plans is 
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dubious.108 Evaluations of BIP outcomes yield poor results109 finding 
treatment effects small to nonexistent,110 and sometimes reporting 
adverse effects: offenders who were incarcerated and participated 
in a court-mandated BIP were significantly more likely to re-offend.111 
Research on Canadian PAR programs generates similar concerns.112  


Social Supports Improve Outcomes
Improving Toronto’s GBV response will require moving towards 
an approach that is survivor-centred and community-based and 
shifting away from an overreliance on policing and the courts. While 
organizing an adequate volume of effective programs in Toronto will 
inevitably prove a significant challenge, evidence suggests that this 
model is the most promising means of providing survivors with a com-
prehensive and enduring network of support. The Dallas Domestic 
Violence Task Force (DDVTF) is one exemplary model of an urban 
coordinated response. Unlike many CCRs, the DDVTF has the police 
take a decidedly back-seat role, with law enforcement organizations 
constituting a mere 13% of responding participants.113 The majority 
of organizations involved in the DDVTF CCR are victim-oriented 
nonprofits114 with 63% focused on victim services, advocacy, and 
counselling;115 29% focused on emergency shelter and transitional 
housing;116 and 8% working on job training and educational sup-
port for survivors.117 Similar success is evident in survivor-centred 
multi-agency programs such as MARAC118 and Safe at Home.119


Social support mediated interventions also appear to be a critical 
component of an effective response to GBV. Whether in the form of 
peer support, counselling interventions, or the provision of resources 
and information, evidence suggests positive outcomes for survivors, 


108. Thomas S. Whetstone, “Measuring the Impact of a Domestic Violence Coordinated Response Team,” Po-
licing: An International Journal of Police Strategies & Management, 24, no. 3 (2001): 375, https://doi.
org/10.1108/13639510110401735.


109. Eve S. Buzawa, Carl G. Buzawa, and Evan D. Stark, “Chapter 12: Community-Based and Court-Sponsored Diversions,” in 
Responding to Domestic Violence: The Integration of Criminal Justice and Human Services (California: SAGE, 2015): 331;
Sandra M. Stith and Eric E. McCollum, “Conjoint Treatment of Couples Who Have Experienced Intimate Partner Violence,” 
Aggression and Violent Behavior 16, no. 4 (2011): 315, https://doi.org/10.1016/j.avb.2011.04.012.


110. Sandra M. Stith et al., “Systemic Perspectives on Intimate Partner Violence Treatment,” Journal of Marital and Family
Therapy 38, no. 1 (2012): 223, https://doi.org/10.1111/j.1752-0606.2011.00245.x.


111. Laura Johnson and Amanda Stylianou, “Coordinated Community Responses to Domestic Violence: A Systematic Review 
of the Literature,” Trauma, Violence & Abuse (2020): 11.


112. Katreena Scott and Laura-Lynn Stewart, “Attitudinal Change in Participants of Partner Assault Response (PAR) Programs: 
A Pilot Project” (Department of Justice: Canada, 2004), retrieved from https://www.justice.gc.ca/eng/rp-pr/csj-sjc/crime/
rr06_fv2-rr06_vf2/rr06_fv2.pdf.


113. Denise Paquette Boots et al., “Coordinated Community Response: Toward a More Systematic Response to Domestic 
Violence in an Urban Setting,” Sociology of Crime, Law and Deviance 23 (2018): 32;
Karen Cleaver et al., “A Review of UK Based Multi-Agency Approaches to Early Intervention in Domestic Abuse: Les-sons 
To Be Learnt From Existing Evaluation Studies,” Aggression and Violent Behavior, 46 (2019): 152, https://doi.
org/10.1016/j.avb.2019.02.005.


114. Denise Paquette Boots et al., “Coordinated Community Response: Toward a More Systematic Response to Domestic 
Violence in an Urban Setting,” Sociology of Crime, Law and Deviance 23 (2018): 39.


115. Ibid.
116. Ibid.
117. Ibid.
118. Woman Abuse Council of Toronto, Multi-Agency Risk Assessment Conference, 2020, http://www.womanact.ca/marac. 


html.
119. Karen Crinall, Jenny Hurley, Lucy Healy, “‘Safe at Home’ Programs in the Context of the Victorian Integrated Family 


Violence Service System Reforms: A Review of the Literature,” SAFER Research Program, 2014, https://apo.org.au/sites/
default/files/resource-files/2014-09/apo-nid41467.pdf.


19



https://doi.org/10.1108/13639510110401735

https://doi.org/10.1108/13639510110401735

https://doi.org/10.1016/j.avb.2011.04.012

https://www.justice.gc.ca/eng/rp-pr/csj-sjc/crime/rr06_fv2-rr06_vf2/rr06_fv2.pdf

https://www.justice.gc.ca/eng/rp-pr/csj-sjc/crime/rr06_fv2-rr06_vf2/rr06_fv2.pdf

https://doi.org/10.1016/j.avb.2019.02.005

https://doi.org/10.1016/j.avb.2019.02.005

http://www.womanact.ca/marac.html

http://www.womanact.ca/marac.html

https://apo.org.au/sites/default/files/resource-files/2014-09/apo-nid41467.pdf

https://apo.org.au/sites/default/files/resource-files/2014-09/apo-nid41467.pdf





including: a reduction in the experience of abuse and partner 
aggression;120 increased service-seeking behaviour;121 and reduced 
rates of PTSD, anxiety, and depression.122  


Evidence indicates that online therapeutic interventions lead to the 
same outcomes as an “in person” delivery.123 This is especially 
welcome news given the realities brought on by COVID-19 with 
quarantine leading to an increase in rates of domestic abuse,124 
while simultaneously presenting new-found practical challenges to 
in-person treatment.125 This finding is also especially promising for 
helping survivors in hard-to-reach and vulnerable populations who 
might otherwise be unwilling to access care.126


Community-based interventions, with community members them-
selves acting as a resource for the intervention, also have promising 
outcomes127 and appear especially well-suited to addressing 
survivors in marginalized groups.128 Community members can be 
trained and mobilized to help tackle GBV. Results of such training 
indicate lower rates of GBV among the intervention community.129


Network-based interventions and community-based restorative 
justice programs are also especially valuable for their capacity to 
ensure sustained access to ongoing social support as well as 
more effective prevention.130 Existing models of community-based 
GBV intervention include the work of faith-based institutes such as 
Shimtuh,131 as well as INCITE!, the Bay Area Transformative Justice 
Collective, and the Chrysalis Collective.132


120. Emilomo Ogbe et al., “A Systematic Review of IPV Interventions Focused on Improving Social Support and Mental Health
Outcomes of Survivors,” PLoS ONE 15, no. 6 (2020): 18, https://doi.org/10.1371/journal.pone.0235177.


121. Ibid.
122. Ibid.
123. Ibid.
124. Nicole Bogart, “Advocates Scramble to Help Domestic Abuse Victims As Calls Skyrocket During COVID-19,” CTV News,


3 May 2020, https://www.ctvnews.ca/health/coronavirus/advocates-scramble-to-help-domestic-abuse-victims-as-calls-
skyrocket-during-covid-19-1.4923109.


125. Kasia Proce, “Domestic Violence Calls Reach an All Time High,” The Medium, 28 September 2020, https://themedium.
ca/news/domestic-violence-calls-reach-an-all-time-high/.


126. Emilomo Ogbe et al., “A Systematic Review of IPV Interventions Focused on Improving Social Support and Mental Health
Outcomes of Survivors,” PLoS ONE 15, no. 6 (2020): 23, https://doi.org/10.1371/journal.pone.0235177.


127. Ibid.
128. Amanda V. McCormick, Irwin M. Cohen, and Daryl Pleas, “Chapter 1: Intimate Partner Violence in Canada: Policies,


Practices, and Prevalence,” in Domestic Violence in International Context, edited by Diana Scharff Peterson and Julie A.
Schroeder (New York: Routledge, 2017): 22-23;


Eve S. Buzawa, Carl G. Buzawa, and Evan D. Stark, “Chapter 12: Community-Based and Court-Sponsored Diversions,”
in Responding to Domestic Violence: The Integration of Criminal Justice and Human Services (California: SAGE, 2015):
320-321;


Mimi E. Kim and Ann Rhee Menzie, “Models of Collaboration Between Community Service Agencies and Faith-based
Institutions,” in Religion and Men’s Violence Against Women, edited by A.J. Johnson (New York: Springer Science and
Business Media, 2015): 437-438.


129. Emilomo Ogbe et al., “A Systematic Review of IPV Interventions Focused on Improving Social Support and Mental Health
Outcomes of Survivors,” PLoS ONE 15, no. 6 (2020): 21, https://doi.org/10.1371/journal.pone.0235177.


130. Ibid.
131. Mimi E. Kim and Ann Rhee Menzie, “Models of Collaboration Between Community Service Agencies and Faith-based


Institutions,” in Religion and Men’s Violence Against Women, edited By A.J. Johnson (New York: Springer Science and
Business Media, 2015): 435.


132. Heather L. McCauley et al., “Advancing Theory, Methods, and Dissemination in Sexual Violence Research to Build a
More Equitable Future: An Intersectional, Community-Engaged Approach,” Violence Against Women 25, no. 16 (2019):
1918.
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Toronto Has More Effective Models That Can 
Be Expanded Now
Toronto police responded to 20,355 domestic violence calls in 2019,133 
making up 2% of total calls at a cost of roughly $25 million. These and 
other justice system approaches cost $545.2 million across Canada 
in 2009,134 including investments into specialized domestic violence 
court systems,135 police units, and funding for offender treatment136 
despite scant evidence that these tools rehabilitate offenders, or 
increase survivor safety. 


However, programs that provide women with support and safe 
alternatives are difficult to access. A Hamilton study in 2015 found 
that service demand for GBV survivors exceeded service access 
by more than nine to one.137 This shortfall has a particularly negative 
effect on Black, Indigenous, and racialized communities, who tend to 
rely more heavily on these supports. Indigenous people are about 
three times as likely to use women’s shelters as the population as a 
whole, and racialized people are significantly overrepresented as 
well.138 Refocusing existing resources on supports for survivors is 
likely to yield better outcomes. 


911 Dispatch
Ensuring that the right person intervenes to promote public safety 
requires a process for dispatching responses that reflect the real 
safety needs of communities. 


Most 911 Calls Aren’t Really About Policing
As retired Maj. Neill Franklin, who served as head of training for the 
Baltimore Police Department, notes “Many calls don’t involve 
a crime. And when they do, many of those crimes are minor and 
related to quality-of-life issues such as homelessness, mental health 
disorders, or substance misuse. We need to stop expecting police to 
do social work and start sending the right trained professionals to 
address low-level crimes and noncriminal calls for service.”139 These 


133. Meredith Bond and Faiza Amin, “Domestic Violence Numbers Rising Across the GTA: Police,” City News, 22 January
2020 https://toronto.citynews.ca/2020/01/22/domestic-violence-numbers-rising-across-the-gta/.


134. Tim Zhang et al., “An Estimation of the Economic Impact of Spousal Violence in Canada, 2009” (Canada: Department of
Justice Canada, 2009):  https://www.justice.gc.ca/eng/rp-pr/cj-jp/fv-vf/rr12_7/rr12_7.pdf.


135. Amanda V. McCormick, Irwin M. Cohen, and Daryl Pleas, “Chapter 1: Intimate Partner Violence in Canada: Policies,
Practices, and Prevalence,” in Domestic Violence in International Context, edited by Diana Scharff Peterson and Julie A.
Schroeder (New York: Routledge, 2017): 29-30.


136. Ibid., 20.
137. Deirdre Pike, Meghan Fox, and Heather Bamsey, Violence Against Women Services in Hamilton: Assessing Gaps and


Barriers in Service, Prepared for the Woman Abuse Working Group by the Social Planning and Research Council of
Hamilton, April 2016, retrieved from http://www.sprc.hamilton.on.ca/wp-content/uploads/2016/07/Violence-Against-Wom-
en-Services-in-Hamilton-Assessing-Gaps-and-Barriers-in-Service.pdf.


138. City of Toronto, Street Needs Assessment: Results Report, 2018, https://www.toronto.ca/wp-content/up-
loads/2018/11/99be-2018-SNA-Results-Report.pdf.


139. Amos Irwin and Betsy Pearl, “The Community Responder Model: How Cities Can Send the Right Responder to Every
911 Call,” Center for American Progress, 28 October, 2020, https://www.americanprogress.org/issues/criminal-justice/
reports/2020/10/28/492492/community-responder-model/.
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police-led, and even police-involved responses are not only often 
unnecessary, they can also create challenges when not appropriate 
to the situation. According to the International Association of Chiefs of 
Police, “the mere presence of a law enforcement vehicle, an officer in 
uniform, and/or a weapon … has the potential to escalate a situation” 
when a person is in crisis.140 For these calls, studies indicate that 
civilian response by staff, such as clinicians, crisis intervention 
specialists, or peer navigators, can provide valuable skills and 
perspectives on the call.141


Dispatchers at 911 could be dispatching civilian responses in a 
significant number of calls. Recent analysis conducted by the Center 
for American Progress (CAP) and the Law Enforcement Action 
Partnership (LEAP) examined 911 police calls for service from eight 
US cities and found that 23% to 39% of calls were low priority or 
nonurgent, while only 18% to 34% of calls were life-threatening 
emergencies.142 In Toronto, 911 calls are predominately lower pri-
ority and non-urgent and non-emergency calls. Over 58% of all 911 
calls involve no police dispatched, and almost half are classified as 
non-emergency.143 A recent US study found top-priority, life-threaten-
ing emergencies made up the smallest portion of 911 calls, from 18% 
in Seattle to 34% in Hartford.144


Non-police Responses to 911 Calls Make Sense
Clearly, 911 can dispatch more appropriate personnel in far more sit-
uations than is currently the case. Unfortunately, even in jurisdictions 
with highly effective civilian response services, the 911 service, which 
is managed by the police, continues to primarily dispatch police to 
circumstances where civilian response is appropriate.145 Marginalized 
communities are increasingly disinclined to call 911 because of their 
concerns about police response.146 Realigning 911 dispatch will be a 
significant component of any process to ensure the most appropriate 
staff intervene with the public to promote community safety.


140. IACP Law Enforcement Policy Center, “Responding to Persons Experiencing a Mental Health Crisis” (Alexandria, VA:
2018), available at https://www.theiacp.org/sites/default/files/2018-08/MentalIllnessBinder2018.pdf.


141. Calgary Homeless Foundation, “Dimensions of Promising Practice for Street Outreach Supports in Ending Homeless-
ness” (Calgary, AB: 2013), available at http://calgaryhomeless.com/content/uploads/Outreach-Dimensions-of-Promis-
ing-Practice-Oct-2013.pdf.


142. Amos Irwin and Betsy Pearl, “The Community Responder Model: How Cities Can Send the Right Responder to Every
911 Call,” Center for American Progress, 28 October, 2020, https://www.americanprogress.org/issues/criminal-justice/
reports/2020/10/28/492492/community-responder-model/.


143. Toronto Police Service, 2018 Annual Statistical Report, 2018, www.torontopolice.on.ca/publications/files/re-
ports/2018statsreport.pdf.


144. Amos Irwin and Betsy Pearl, “The Community Responder Model: How Cities Can Send the Right Responder to Every
911 Call,” Center for American Progress, 28 October, 2020, https://www.americanprogress.org/issues/criminal-justice/
reports/2020/10/28/492492/community-responder-model/.


145. Christie Thompson, “This City Stopped Sending Police to Every 911 Call: Riding along with the Civilian ‘Crisis Respond-
ers’ of Olympia, Washington,” The Marshall Project, 24 July, 2020, https://www.themarshallproject.org/2020/07/24/crisis-
responders.


146. Matthew Desmond, Andrew V. Papachristos, and David S. Kirk, “Police Violence and Citizen Crime Reporting in the Black
Community,” American Sociological Review 81 no. 5 (2016): 857–876, https://doi.org/10.1177/000312241666349.
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Effective Alternatives Already Exist
211 and 311 are already in operation in Toronto. They currently 
manage hundreds of thousands of calls147 for a wide variety of service 
needs. 911 staff have already begun to explore reallocating calls to 
these services.148 Ensuring calls go to a dispatcher whose primary 
goal is to send the right staff to the right task seems like the best option.


Opportunities 
For Action
The areas of activity described provide immediate and compelling 
opportunities for action. More appropriate interventions are 
available—at a lower cost, with better outcomes—when we send 
support workers to address issues with vulnerable people instead of 
sending police. Since the overwhelming majority of these settings 
do not require the use of force or the power to arrest, support 
workers are more logical as first responders, and civilian-first 
responses in other jurisdictions demonstrate the safety and reliability 
of these models. 


Addressing systemic discrimination and other issues with policing 
requires our ongoing, diligent, and dedicated efforts. The areas 
of activity outlined here provide an immediate opportunity to begin 
to move to models that better serve marginalized communities—real-
locating resources to support vulnerable people, improve community 
safety, and produce better outcomes in the short and long term. 
Toronto should take action on them now. 


Consequently, We Recommend That:
1. The City reaffirm its commitment to models of community safety


that increase the safety of all Toronto’s diverse communities.


2. The City recognize that policing is not the most appropriate
means of addressing community safety in all settings, and shift
responsibility and resources to more appropriate strategies
as follows:
a. Initiate the necessary processes to plan and implement
the reallocation of approximately $100 million in funds currently


147. Find Help, Find Help 211 Central 2018-2019 Annual Report, http://www.findhelp.ca/sites/default/files/Findhelp%20-%20
211%20Central%20-%20Annual%20Report%202019%20%28ENG%29.pdf;


Toronto, “2018 Budget: 311 Toronto” (Toronto: City of Toronto, 2018): https://www.toronto.ca/wp-content/up-
loads/2018/06/910e-311-2018-Op-Public-Book.pdf.


148. Ibid.
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used to police people experiencing homelessness and invest 
those funds in civilian interventions including homeless out
reach, drop-ins, safe consumption sites, and transitions to 
supportive and affordable housing.
b. Initiate the necessary processes to plan and implement
the reallocation of approximately $150 million in funds currently
used to police people with mental health challenges and
invest those funds in the expansion of civilian crisis response
programs, safe beds, ACT teams, Intensive Case Management,
and other crisis services.
c. Initiate the necessary processes to plan and implement
the reallocation of approximately $65 million in funds currently
used to police youth and invest those funds in the doubling of
Youth Hubs and Youth Outreach Workers and providing peer
mediation and alternative conflict-resolution supports in all
Toronto secondary schools.
d. Initiate the necessary processes to plan and implement the
reallocation of approximately $25 million in funds from criminal
justice interventions in gender-based violence to programs that
support survivors in navigating their safety needs and the
implementation of transformative justice programs to prevent
future violence.


3. To implement these changes in responses to safety issues,
the City initiate the necessary processes to plan and implement
the reassignment of 911 services to an accountable,
independent, non-police emergency-response provider tasked
with assigning the most appropriate personnel and services to
calls and concerns from the public.
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