Classification PUBLIC
Meeting

Agenda Item

Sept. 11, 2018

Interim Monitoring Report:

Community Diversity

Recommended Motion:
THAT the Board finds that all provisions of the Diversity, Equity and Inclusion Policy have been complied with.

I hereby submit my monitoring report on “Diversity, Equity and Inclusion” according to the schedule set out. I certify
that the information contained in this report is true.
I report compliance to all provisions of this policy.

Signed: _______________________

Date:

________________________

Chief of Police

Board Policy Statement:
An effective and responsive police service must reflect the composition of the communities it serves. The police service
must further demonstrate respect and sensitivity to the pluralistic, multiracial and multicultural character of its
communities in the delivery of its programs and services.
It is the policy of the Durham Regional Police Services Board that the Durham Regional Police Service shall embrace
diversity internally as an employer and externally through the services provided by the DRPS. The values of
inclusiveness, tolerance, and respect will be promoted and maintained throughout the organization and in the
communities served by the DRPS.
Reporting
An assessment of the level of diversity, equity and inclusion embraced by the DRPS shall rely upon quantitative and
qualitative analyses of relevant data, information and public input.
The Chief shall report annually on outcomes resulting from this policy.

Interpretation of the Chief of Police:
It is my interpretation that the Board Ends of Community Diversity is directly related to Section 1, principles 5 and 6 of
the Police Services Act, 1990 – Principle #5 identifies – “The need for sensitivity to the pluralistic, multiracial, and
multicultural character of Ontario society”. Principle #6 identifies “the need to ensure the police forces are
representative of the communities they serve.” It is my further interpretation that the Community Diversity Board Ends is
responsive to sec 4 (3) of the Police Services Act regarding Assistance to victims of crime and our duty to provide
adequate and effective police services in a multiracial and multicultural context.
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Further it is my interpretation that:
1. The Durham Regional Police Service must come to reflect the multi-cultural, multi-racial, and pluralistic
composition of the various communities that comprise Durham Region.
2. The Service shall report annually on outreach initiatives that seek to engage active participation in
community/police relationships with underrepresented groups.
The Durham Regional Police Service (DRPS) honours and adheres to these values.
The Durham Region is becoming increasingly diverse and complex in terms of culture and race. Other groups (e.g.,
Indigenous Peoples, the lesbian, gay, bisexual, transgender, transsexual, queer (LGBTQ) community, persons with
physical and invisible disabilities) add to the various dimensions of policing.
In order for the community and the DRPS to understand the full meaning of the rights and values enshrined in law in a
diverse community, DRPS continues to gain a greater understanding of and sensitivity to its diverse communities.
Enhanced community engagement and greater mutual support will lead to increased community safety across the Region,
which is the vision of the DRPS.

Report Frequency and Format
One of our objectives is to comprehensively report on the work effort, programs and initiatives that are undertaken by the
Police Service as it relates to diversity, human equity and inclusion. In accordance with the 2017-2019 Diversity, Equity
and Inclusion (DEI) Strategic Plan the Service has resolved to submit a Community Diversity Report on a quarterly basis
to ensure that the Board can receive regular updates on the progress of the DEI strategy and monitor the many
implementation outcomes.
DEI STRATEGY OBJECTIVES
Goal 1 • Total engaged community
Each demographic community (defined by gender, race, culture, religion, lifestyle, socio-economic class, age, disability,
geography or any other characteristic) is equally engaged in it’s own security, and feel that the police are a part of the
community, partners in the safety of their community. This DEI goal is linked to the Business Plan Goal 1 – Deliver
community safety through collaboration.
Goal 2 • Workforce reflects the Region demographically
This goal is one of the strategies for delivering effective, sensitive service in a diverse Region, fostering the trust and
confidence of diverse communities. This DEI goal is also the Business Plan Goal 3 – Build strength in our membership,
Objective 3.1 – Attract a skilled workforce that reflects our community.
Goal 3 • Leadership reflects the Region demographically
Delivering effective service and fostering trust in a diverse Region requires that decision-making and decisions reflect the
diversity of community needs and expectations. This DEI goal is also the Business Plan Goal 3 – Build strength in our
membership, Objective 3.2 – Develop leadership capacity in our organization.
Goal 4 • Diversity competent members
This goal is another strategy for delivering effective, sensitive service in a diverse Region, fostering the trust and
confidence of diverse communities. This DEI goal is linked to the Business Plan Goal 2 – Demonstrate excellence in core
service delivery. Objective 2.2 – Provide policing services in a biasfree manner.
Goal 5 • Secure and supportive workplace
In order to attract, retain, and have a fully engaged workforce, all members need to feel that the workplace is comfortable
and supportive. This DEI goal is linked to the Business Plan Goal 3 – Build strength in our membership, Objective 3.4 –
foster unity throughout our organization and Objective 3.5 – Support our members in achieving a healthy and balanced
lifestyle.
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ADMINISTRATIVE IMPLEMENTATION PROGRESS

A1.0 DEI Taskforce Framework
As stated in the previous Interim Diversity Monitoring Reports, the Diversity, Human Equity and Inclusion Unit will
steward the organizational implementation of the 2017-19 DEI Strategic Plan. In order to give the necessary attention to
each of the goals, DRPS has identified five Champions – one for each of the DEI strategy goals.
These champions supported by the members of the Diversity, Human Equity and Inclusion Unit will be responsible for
creating Goal Implementation Teams to operationalize their respective area of the strategy. Each Champion will be
responsible to show significant progress related to their respective goal. The Implementation Teams will create action
plans outlining responsibility for the most important strategic initiatives for each year. The Goal Implementation Teams
will be divided into taskforces, each responsible for one strategic initiative in the first year. A Project Charter(s) will be
created by each of the taskforce champions and/or leaders and the Project Charter will articulate the initiative. The Project
Charter does have the flexibility to grow and expand its scope. It is important to note that each taskforce is responsible for
providing updates and reports accordingly.
The following Goal Implementation Team structure has been established:
Goal 1 • Total engaged community – Champion: Deputy Chief Fernandes
Taskforce Goal: Expand Community Relationships
Taskforce Leader: A/Inspector Courneyea *Charter provided in Nov/17 board report
Goal 2 • Workforce reflects the Region demographically – Champion: CAO MacLellan
Taskforce Goal: Attracting Qualified Candidates from under-represented groups.
Taskforce Leader: Inspector Fitzgerald *Charter provided in Nov/17 board report
Goal 3 • Leadership reflects the Region demographically – Champion: Chief Martin
Taskforce Goal: Leadership Development Program
Taskforce Leader: Vidal Chavannes *Charter provided in Nov/17 board report
Goal 4 • Diversity competent members – Champion: Deputy Chief Jaswal
Taskforce Goal: Member training and development; Specific focus on the DRPS Diversity, Human Equity and Inclusion
Strategic Plan.
Taskforce Leader: Angela Adu *Charter provided in Nov/17 board report
Goal 5 • Secure and supportive workplace –Champion: A/Superintendent Dean Bertrim
Taskforce Goal: Employee Engagement
Taskforce Leader: S/Sgt Paul Hallett *Charter provided in Feb/18 board report
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PROGRESS SUMMARY | Goal 1 • Total Engaged Community (May- August 2018)

B1.0

Quarterly report provided by Champion D/C Fernandes and Task Force Leader Glenn Courneyea

1. Within this section please identify the dates the team met:
The Goal 1 team has met on four occasions since the last quarterly update.
On April 19th the full team met at RHQ. Agenda for this meeting was to review the Goal #1 Charter, discuss the progress
we have achieved and focus on what needs further development. During this meeting planning began for Fiesta week in
Central East Division, and discussion on obtaining a baseline for community engagement. Future meetings with Goal 2
were established.
On May 30th, the full team met at RHQ. Agenda for this meeting was a team discussion on a Community Engagement
Tracking Program, updates on progress with divisional sub-committees and a discussion on the co-ordination of
community events within the organization.
On June 7th the team met with members of DEI Goal 2. Further discussions of an organizational system to co-ordinate
and capture data on Community Engagement – specifically- a common data collection process that supports
organizational reporting requirements (Unit monthly/year-end reporting, Board Reporting). As well as a process to
evaluate engagement opportunities with respect to Recruiting potential and incorporate in the data collection.
Both Goal Teams 1 and 2 have identified so many overlapping objectives of project deliverables, and this meeting
provided opportunity to get representatives from both teams together.
On July 25th the team met with Information Technology members and team members of Goal 2 to review the database for
capturing Community Engagement and Recruiting efforts. The database should be ready to execute early September.

2. With the Charter as your guide, please provide an update.
During our team meetings, we identified the need to better capture Community Engagement within all of the divisions.
Resulting from these discussions, S/Sgt. Melnick presented a PRONE data base solution to the group. (Currently this data
base program/ process is being successfully used at Central East Division.) The data base with some minor changes,
would be able to capture Community outreach and engagement by each Community Patrol Service Leaders. Through
discussion with the team Leaders and members on Goal 2, this data base would also meet their needs for recruiting
processes. We anticipate to execute this Community Engagement data base early September to all remaining divisions.
The divisional Sub committees are continuing their community engagement and have provided a more consistent two-way
communication with our community members. Examples of some of the community engagement the past 4 months are:
• June 23rd- Baseball game with officers and members of the Muslim community
• June 23rd- Metis Nation of Ontario Event at Memorial Park
• BBQ at White Oaks Building Complex with residents and officers July 27th
• Basketball with youth- Norte Dame Secondary School and J. Clarke Richardson
• Fiesta Week Oshawa
3. Have you amended the Charter?
No further amendments to the Charter.
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4. Other:
Analyst, Mr. Chris DONI is researching Sudbury Police Service Intercultural Ride Along Program. This strategy was
implemented in Sudbury after an increase in Calls for Service (CFS) by international students to their post-secondary
institutions. The belief is that providing opportunities to learn from officers what their duties entail it can break down
barriers and provide an opportunity for recruitment.
Enclosed below are a few written vignettes which were highlighted in the DRPS Insider magazine. These written
communications are a reflection of the efforts noted above from the Divisional sub-committees, DEI Unit and the Mental
Health Unit.
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B2.0

Diversity Advisory Council

The Diversity Advisory Council (DAC) continues to meet on a monthly basis (minus July and August). In May, the DAC
committee received an educational presentation on the Body Worn Camera project and was afforded an opportunity to
provide feedback as well as ask any further questions. During the June meeting the DAC meeting hosted a guest - Natalya
Alonso – who is completing research on how officers manage external pressures from the public, media, and oversight
bodies and how this affects officer well-being. Natalya asked questions of the DAC members and invited each of them the
opportunity to meet at a later date for a more in depth perspective.

Additional DAC member involvement outside of the meetings;
Mr. Mehdi Barekzai, attended Central West Division and did a presentation to the Platoon / Criminal Investigations Unit
on the different Muslim cultural traditions, customs and experiences he has had. This was received extremely well and has
been invited to attend and speak with all of the platoons within this division. As well, Mr. Barekzai was one of the driving
forces working with DRPS on the Youth Leadership softball game. (B3.0)

Mr. Muttukumaru Chandrakumaran requested a fraud senior workshop within the community. D/C Martin Franssen was
very eager to assist. The event was at the Tamil Community Centre in Ajax on May 29, 2018. Approx. 20 people attended
this event. The topic requested was on general Fraud awareness as well as mortgage fraud. Mr. Chandrakumaran reported
that the feedback from the community was very positive and expressed gratitude for the educational opportunity.

Wally Tello Hispanic Senior Fraud workshop. (B5.0)
Both Ms. Marna Shecter and Mr. Chandrakumaran attended as DAC members to support the Youth Pride Event. (B4.0)

B3.0 Youth Leadership: DRPS and the local Muslim Community
Sgt. Mike Brown and S/Sgt Ganeshan along with leaders within the Muslim community have organized a youth
leadership/ baseball game event. This game involved members of DRPS and members of the Muslim community as well
as anyone else who wished to participate. This event was sponsored by Pro Action Cops and Kids.

The event took place on Saturday June 23rd, 2018 between 1530 and 1830 hours. It was held at Kelloryn park located at
141 Fallingbrook St, Whitby. Approximately 20 youths attended the event which included 6 YIP members. Three
individuals expressed an interest in policing. These 3 individuals have been afforded an opportunity to receive additional
coaching and mentoring as they continue to explore policing as a career option.
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B4.0 Youth Pride Durham Event
On May 27, 2018, uniform and civilian members of the DRPS attended the first ever Youth Pride Durham. The event was
hosted by Durham Children’s Aid Society in partnership with Durham Regional Police Service, Durham Children’s Aid
Foundation, Pride Durham, PFLAG Durham, City of Oshawa, Durham District School Board, Region of Durham and
Carea Community Health Centre. The Youth Pride event launched Pride Week in Durham Region. Over the course of the
day, DRPS members spoke to approximately 150 community members, both from the Region and surrounding areas.
Approximately one-quarter of these interactions were Youth in Policing or Recruitment oriented questions and inquires.
Members of the community showed their appreciation and gratitude for the work that DRPS members do within the
community, as well as for their presence at the event and continuous support.

B5.0 Hispanic Fraud Educational Workshop (Seniors)
On June 18, 2018 an Hispanic Fraud event took place at the Ajax Public Library. Sgt. Sheri Tate
Worked closely with DAC member Wally Tello to organize this community information/educational opportunity. Approx.
14 members within the Hispanic community attended and were very grateful to benefit from this learning opportunity.

B6.0 Ontario Shores – Communication vignette above in B1.0 (Annual scrimmage at the Shores)
Detective / Constable Luke Zebrak writes:
“On the 20th of June 2018, 10 members of DRPS attended Ontario Shores for a ball hockey game versus patients from the
hospital. The 12 patients were joined by ex-NHLer Jay Harrison who is doing a placement at the hospital in hopes of
obtaining his Masters in Psychology. Both Chief Martin and CEO Karim Mamdani were on hand to deliver opening
comments and for the ceremonial ball drop.
The game was highlighted by the two goalies standing on their heads and both earning Most Valuable Player
awards. The game ended with DRPS emerging as the victors by a slight margin, exacting our revenge for a tough loss
last year.
There were many special moments, including one for me personally; I was able to play against a young man who I had
the pleasure in helping get into the hospital. He is doing fantastic and turned out to be one of the best players on the
floor. He scored a great goal in the 1st period and after came to me for a high five which I gladly reciprocated.
Most of our team had played in this game several years in a row and never hesitate when the call goes out.”

PROGRESS SUMMARY | Goal 2 • Workforce reflects the Region demographically (May – August 2018)

C1.0 Quarterly report provided by Champion CAO MacLellan / Task Force Leader Inspector Fitzgerald
1. Identify the dates the team met:
April 11 – Team 2 Meeting
The team met to discuss evaluation strategies and ensuring related data is being captured to assist with
reporting requirements. Members also provided updates on opportunities specific to the focus groups they
are leading.
April 17 – Command Update
The team leader provided monthly update to Command.
May 15 – Team 2 Meeting
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Members of the team provided updates on opportunities specific to the focus groups they are leading, and
further discussed potential social media and advertising opportunities through Corporate Communications.
May 15 - Command Update
The team leader provided monthly update to Command.
June 7 - Team 2 / Team 1 – Engagement Database Discussion
Combined Team discuss on an organizational system to co-ordinate and capture data on Community
Engagement opportunities. We specifically discussed a common data collection system, developed and
utilized by Central East Division, that could support organization requirements, such as Unit
monthly/yearend reporting and Board reporting. There was also discussion regarding a process/method for
evaluating engagement opportunities with respect to Recruiting potential, as well as ways of incorporating
this information in the overall data collection.
Individuals were identified from both teams to lead the development of a common data base, along with a
representative from Information Technology.
June 13 – Command Update
The team leader provided monthly update to Command.
June 20 – Team 2 Meeting – Diversity Symposium Discussion
Members of Recruiting discussed planning efforts for a future “Diversity Symposium”. The Symposium
would be held in the community and would provide both potential applicants and their family members with
mentoring, information specific to the recruiting process and our Service.
August 1 – Team 2 Meeting
Members of the team provided updates on opportunities specific to the focus groups they are leading.

August 2 – Team 2 / Team 1 – Engagement Database Discussion
Representatives from Team 1, Team 2 and Information Technology finalized the requirements for the
Organizational Prone/Engagement Database.
The database will be presented at the Policing Operations Monthly Meeting (Sept. 20, 2018), chaired by the
Deputy Chief and attended by all divisional leaders.
It is anticipated that the database will be piloted with the five Divisions and Human Resources until the end
of 2018, with service-wide expansion occurring in 2019.

2. With the Charter as your guide, please explain the steps the team has taken:
Members of the Team have hosted and attended a number of recruitment opportunities specific to the goals and
deliverables as outlined in the Charter. The following is an overview of recruitment opportunities, to-date, hosted
by representatives of our Service.
Recruitment Opportunities – Hosted
Women’s Symposium – 2018
DRPS held the second annual Women’s Symposium on May 26, 2018, led by our Recruiting Unit. Chief Martin
provided opening remarks and representatives from Human Resources, Recruiting, Auxiliary, Canine, Frontline,
MCU, Communications, and Investigative Services assisted with the event. Eighty-five (85) female members of
the community attended this year’s event and received specific mentoring opportunities and general information
on our Service. In 2017, 70 females attended resulting in 24 applications to the position of recruit. In 2018, 85
females attended and currently 21 have applied for the position of recruit. This does not include applications for
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other positions within our organization. The Women’s Symposium initiative has resulted in 3 females being hired
by our Service as Police Constables.
DRPS Female Prep Sessions
Our Recruiting Unit hosts monthly preparation sessions for potential female applicants focusing on aspects of the
Physical Readiness Evaluation for Police (PREP) test. In 2018, 125 females have attended 6 sessions with
approximately 20% of the attendees entering the recruit applicant pool.
Female Mentoring Sessions
Representatives from Recruiting have individually mentored 23 females from the community in June and July. Of
these 23 females, 70% have indicated that they will be applying to our Service within the next 6 months.
Future Community Engagement / Recruitment Opportunities - Hosted
DRPS Diversity Recruiting Symposium – “Your community, Your Service”
DRPS will be holding a diversity hiring event on Saturday October, 13th, 2018 within our Community at the Pine
Ridge Secondary School, in Pickering. This daylong event will provide attendees and their families with mentoring
and information specifically geared towards opportunities of becoming a member of the Durham Regional Police
Service. Some of the specific components of this event will include;
• Panel discussion with members and their parents on how policing has affected their lives
• Police Information Session on the current hiring process
• Opportunity to participate in mock interviews
• Learn why Durham Regional Police Service is best for you!
• Training scenarios to simulate real life emergency situations.
Demographic Breakdown of Recruit Applicant Pool
The demographic breakdown of the recruit applicant pool is showing a slight increase in the following areas;
Female, Metis, Black, and Middle Eastern over the data collection period. Based on feedback from candidates, it is
anticipated that there will be an increase in our applicant pool leading up to the fall recruiting selection process that
will commence October 10th, 2018 (last date for application submissions).
Methods
When a Recruit Constable applies through the DRPS website, they are prompted to complete an application
questionnaire. The questionnaire consists of a series of questions including, but not limited to, eligibility and
demographics. The questionnaire is voluntary, which can result in missing data for applicants who choose not to
complete the questionnaire.
The following tables provide an analysis of the 2017 and 2018 Applicant Pool, based solely on the information the
applicants chose to self-identify in the questionnaire. As such, the tables only consist of data exported from the
Constable questionnaire. The ‘No Data’ category accounts for those who chose not to participate in the
questionnaire, as well as those who selected the ‘Prefer not to answer’ option. For the purpose of this analysis, the
Spring and Winter applicant pools were combined together to create one pool. In order to compare a full year of
applicant data, the 2017 Recruit Applicant Pool captures those who had a submission date between September
2016 and August 2017, and the 2018 Applicant Pool captures those who had a submission date between September
2017 and August 2018.
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Analysis
Gender Identity
Gender

Recruit Applicant Pool 2017
Recruit Applicant Pool 2018
(September 2016-August 2017)
(September 2017-August 2018)
#
%
#
%
681
88%
499
87%
Male
92
12%
71
12%
Female
0
0%
1
.2%
Transgender
1
.1%
0
0%
Two-Spirited
37
9
No Data
811
580
Total
Table 1: Recruit Applicant Pool Demographics by Gender Identity
Indigenous Ancestry
Indigenous Ancestry
Recruit Applicant
Recruit Applicant Pool 2018
Pool 2017
#
%
#
%
8
1%
4
.7%
First Nations
3
.4%
1
.2%
Inuit
11
1%
16
3%
Métis
3
.4%
6
1%
Mixed Race Indigenous/Aboriginal
Ancestry
3
.4%
4
.7%
Indigenous not included here
751
96%
544
94%
Not applicable
32
4
No Data
811
580
Total
Table 2: Recruit Applicant Pool Demographics by Indigenous Ancestry
Racial/Ethnic Identity
Racial/Ethnic Identity
Recruit Applicant
Recruit Applicant Pool 2018
Pool 2017
#
%
#
%
522
68%
364
65%
Caucasian (White)
143
19%
105
19%
Asian
32
4%
28
5%
Black
0
0%
1
.1%
Israeli
18
2%
12
2%
Latin/Hispanic
25
3%
28
5%
Middle Eastern
19
2%
22
4%
Mixed Race
4
.5%
4
.7%
Other
48
16
No Data
811
580
Total
Table 3: Recruit Applicant Pool Demographics by Racial/Ethnic Identity

Sexual Orientation
Sexual Orientation
Heterosexual
Bisexual
Gay/Lesbian
Pansexual

Recruit Applicant Pool 2017
#
%
715
96%
8
1%
18
2%
Option did
Option did
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Recruit Applicant Pool 2018
#
%
522
95%
10
2%
8
1%
0
0%

not exist
not exist
Option did
Option did
Not specified above
not exist
not exist
70
No Data
811
Total
Table 4: Recruit Applicant Pool Demographics by Sexual Orientation
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2%

30
580

-

3. Have you amended the Charter?
No amendments have been made to the Charter.

PROGRESS SUMMARY | Goal 3 • Leadership reflects the Region demographically (May – August 2018)

D1.0

Quarterly report provided by Champion Chief Martin / Task Force Leader Vidal Chavannes
1. Identify the dates the team met: The team formally met on August 1st. A number of informal discussions
and consultations with team members have occurred throughout the summer months.

2. With the Charter as your guide, please provide an update. Explain the steps the team has taken:
The team has finalized a set of behavioral competencies organized by rank / position. Further, the team has also
worked on a Personal Development portal that will be accessible to all members via our internal server. This will
allow any member of the Service to have access to tools and resources for personal and professional development.
These tools and resources will be organized around the existing competency headings that our members are
reviewed under: Develops and Maintains Trusting Relationships; Communicates Effectively; Personal
Accountability; Critical Thinking and Judgment. This portal will be totally self-directed and is not tied to the
promotional processes within our Service.
These two ‘products’ are the subjects of a PowerPoint presentation that will be made available to all members of
the Service for feedback during September. Once finalized, these projects will add some clarity to our existing
processes and also be valuable tools for members.
3. Have you amended the Charter?
No amendments to the Charter.

4. Other:
It is important to note that this committee is working on leadership as it pertains to the DEI Strategy Goal #3, as
well as leadership development as it pertains to 1200 Strong.

D2.0

Leadership Development – Executive Global Studies 2018

Written by: S/Sgt Lox Colquhoun
“The Global Studies program is designed for succession ready executives. The 2018 cohort of 21 members represented
Federal, Municipal policing and partner agencies from across Canada.
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The board of the Canadian Association of Chiefs of Police (CACP) challenges us with the topic of “equity, inclusion, and
fundamental respect” in diverse police organizations and the impact these may have on the wellness of our members, on
our internal talent management, and on our ability to keep our communities safe with the continuing trust and consent of
Canadians. After much domestic research, teams travelled to 17 countries around the globe to continue researching the
topic.
My overall experience has been very positive on me. I gained knowledge and understanding domestically as well as
globally. Improving the inclusiveness of our organization through education in my goal. I have been given the
opportunity to present these findings to our Executive Leadership Team (ELT). By design the information will be used at
Senior Leadership Team training to inspire change towards improving the culture within our service.
“Diversity is a Canadian Reality: Inclusion is a Choice”.
I feel very fortunate to have been afforded this opportunity to gain new knowledge that will shape the future of our
organization.”

PROGRESS SUMMARY | Goal 4 • Diversity Competent Members (May – August 2018)

E1.0 Quarterly report provided by Champion D/C Jaswal / Task Force Leader Angela Adu
1. Within this section please identify the dates the team met:
•
•
•
•
•
•

May 8, 2018
May 16, 2018 (Adu and Theriault w/ Selby re: Corporate Strategy)
June 6, 2018
July 4th – cancelled due to prime time
Next Meeting – Sept 12, 2018
Ongoing correspondence with team members via phone and email

2. With the Charter as your guide, please provide an update. Explain the steps the team has taken:
•
•
•

•
•
•
•
•

Continue to do environmental scan to identify initiatives other agencies are doing to support DEI
Initial stages of the development of a DEI Library/Resource portal
Email sent to membership to encourage collaboration and engagement for DEI Library/Resource portal (i.e. Portal
Master(s))
o Generating interest from different areas and ranks within the service (both sworn and civilian – 11
members in total expressed an interest in participating)
Our team is in the process of mapping roles / responsibilities of the DEI Library Resource Master
Discussion of framework for Chief’s video to promote DEI Library Resource Portal
Ready to launch OHRC eLearning “Call It Out” for all members as an optional learning opportunity – 30 minutes
in length. It’s a review of Canadian history as it relates to racism. Should launch this month (August 2018).
Brainstorming ways to incorporate DEI into recruit and new hire training (threading it into recruit curriculum and
onboarding new hires)
Exploring other DEI Training at UOIT/DC, CCDI Webinars, etc. to promote to membership to encourage
learning and development in this area. Most recently became aware of the CCDI course on Emotional Culture.
Will collaborate with Team/Goal #5 to promote this to the membership.

3. Have you amended the Charter?
No changes to the Charter.

E3.0

Scenario- Based Mental Health and De-Escalation Training
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“Scenario-based Mental Heath and De-escalation Training is an award-winning course designed to help participants
refresh skills in the areas of expressed empathy, effective verbal and non-verbal communication, and de-escalation in
order to improve the quality and safety of interactions with individuals who have, mental health issues. Using
interactive scenarios and lived experiences, this course engages learners at critical decision points to demonstrate
how responses and behaviours can defuse and interaction, improve a subject’s cooperation, and decrease the need for
force.”
Update:
The DRPS has enrolled 1251 members into this training. This training was launched just before the summer primetime
months. Thus far we have had 257 (20%) members complete the training, 149 (12%) members at the “in-progress” stage
and 845 (68%) members have not attempted to launch the e-learning.
Early September, the leadership teams will be prompted to ensure our members are completing this training.
E4.0 Corporate Communication Strategy
The DEI Unit has met with Corporate Communications Unit to discuss and develop a strategy which communicates the
DEI Vision, Business case, initiatives and achievements to the membership and the community. The two teams are
working collaboratively to ensure these objectives within the Strategic Plan are met. Over the summer months a variety of
communication methods concerning the DEI strategy have been delivered to our members. We will continue to be
creative and keep members and the community aware of the progress.
PROGRESS SUMMARY | Goal 5 • Secure and supportive workplace (May – August 2018)
F1.0

Quarterly report provided by Champion Superintendent Bertrim / Task Force Paul Hallett

In the interest of obtaining as many perspectives as possible from different areas of the Service, two additional team
members from Communications will be welcomed to the team as of September 2018.
Team Leader S/Sgt Hallett participated in an interview with UBC Sauder School of Business researcher Natalya
Alonso, who is conducting a study focusing on “how officers manage external pressures from the public, media, and
oversight bodies and how this affects officer well-being.”
1. Within this section please identify the dates the team met:
May 8, 2018
June 26, 2018
Next meeting: Week of September 10, 2018

2. With the Charter as your guide, please provide an update. Explain the steps the team has taken:
Expand the Safeguard Program
• business case has been submitted – awaiting review and approval
Electronic Platform (App) Development
•
•
•

Focus Groups are complete
Member survey has been sent out several times - need 300 participants, last count 200 were complete
Focus is now to get the three involved parties in alignment on the path forward
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Healthy Apples
•
•
•

On track for 2018 for approximately the same number of participants
No additional funding available
Next Steps: Participation will be reviewed by area, unit, group, or demographic to target those not participating –
data to be analyzed (possibly by a Human Resources student, who will add assignment areas to the list of
participants

Respect in the Workplace
• On May 25th, senior leaders attended an all-day Respect in the Workplace Training facilitated by Jennifer White from
Rubin Thomlinson LLP.
• Holly Britton and Tracy Lillie reviewed eLearning on June 29 – now in Professional Standards for review
• Investigators scheduled for 3-day training, (12-15 people) – names are being reviewed for final determination
Resilience eLearning
•
•
•
•

Will assist in improving mental and physical health – will have a test component as well
Angela Adu has reviewed content and suggested changes
What’s New messaging will include some tie-in with DEI Goal #5 in launch messaging
Will be deemed ‘required’ training

Internal Member Forum(s)
•
•
•
•
•
•

Suggestion from DAC to hold such a forum
Inventory of existing surveys – what were the results from our internal member forum?
Ideas for events / forums (e.g. boot camp, yoga, meditation, balancing work/home life)
Solicit input from various groups to see what the needs are
Podcasts? Possibly add to app?
Use internal member survey to create forum ideas

2018 Internal Member Survey
•
•
•

Early Fall 2018 – survey launch
Open for 2 – 2 ½ months – results Q1 2019
Will be utilized in part to determine what internal member forums should be undertaken

R2MR (Road to Mental Readiness)
•
•
•

Training to occur for Human Resources October 2018, Communications to follow.
Total Health Index
Morneau Shepell program that assesses employee overall health & wellness – cost associated, requires a business case
submission

Communications Wellness Initiative
•

July 2018 – Crisis Therapy Dog ‘Serenity’ added to team of crisis dogs that visit Communications on a regular basis
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Wounded Warriors Partnership
•

July 2018 – “DRPS and Region of Durham Paramedic Services (RDPS) announced a partnership agreement with
Wounded Warriors Canada. This partnership adds an additional layer of mental health support for these first
responders. Through this partnership, Wounded Warriors Canada will work directly with DRPS and RDPS to offer
their innovative mental health programs and services to their members and their families.”

3. Have you amended the Charter?
No changes to the Charter.

F2.0

Employee Resource Groups (ERG)

There were several members who began to spearhead the formation of a ERG within DRPS. At this time, it has come
to a standstill. The DEI Unit will continue to encourage and support the membership.
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