Barrie Police Services Board Meeting
OPEN
Thursday, November 18, 2021
9:00 a.m. – 10:30 a.m.
Barrie Police Service Headquarters – 110 Fairview Road, Barrie
YouTube Live

Item
1.
2.

Topic
Call to Order
Land Acknowledgement

Lead

Time

Chair

1 Min

Chair

2 Min

Chief

5 Min

Inspector Burke,
Viktoria
Tumlowicz

25 Mins

Meeting Opening:
3.
Motion to Approve the Agenda
Motion to approve the agenda for the November 18, 2021, open board meeting

4.

Declaration of Conflict of Interest with Respect to the Agenda

5.

Approval of Minutes

Motion to approve the minutes from the October 21, 2021, open meeting

Introduction:
Newly Promoted
6.
• Inspector Valarie Gates
Presentation:
7.
Systemic Review
Motion to receive the Barrie Police Service Systemic Review of Organizational
Culture and Systems Report and direct the Chief to provide regular updates on
the implementation of the recommendations contained within the report.

8.

Equity, Diversity, and Inclusion Committee

9.

Pre-Charge Diversion

Approval:
10. Paid Duty Administrative Fee Rate Change
Motion to approve the paid duty administrative fee to be increased to 20%
commencing January 1, 2022.

Staff Sergeant
Moorhouse
Deputy Chief
Johnston,
Constable King,
Constable
Graber
Chief
Nancy Halas,
Finance
Manager

20 Min

10 Min

2 Min

UPDATED NOVEMBER 8, 2021

Consent Agenda:
11. Staff Acknowledgements
12.

Public Complaints

13.

Volunteer Records Checks – Proposed Legislative Amendment

14.

Financial Variance (End of September)

Chair

5 Min

Motion to receive the consent agenda items

Updates:
15. Chief’s Update
16. Community Concerns
Meeting Closing:
17. Next Board Meeting – Thursday, December 9, 2021
18. Adjournment

Chief
Chair

Chair

5 Min
5 Min

2 Min

Motion to adjourn the November 18, 2021, open board meeting

UPDATED NOVEMBER 8, 2021

BARRIE POLICE SERVICES BOARD MEETING
OPEN SESSION MINUTES
THURSDAY OCTOBER 21, 2021
VIA MICROSOFT TEAMS -YOUTUBE LIVE
PRESENT:

Mr. Greg Ferguson, Chair
Councillor Robert Thomson, Vice Chair
Ms. Lynn Strachan
Chief Kimberley Greenwood
Deputy Chief R. Wyllie Allan
Sergeant Toni Talarico
Ms. Sarah Young, Board Administrator

VIRTUAL:

Mayor Jeff Lehman
Mr. Arif Khan
Deputy Chief Rich Johnston
Ms. Jeeti Sahota, Zone 3 Advisor
Sergeant Major Cheryl Gervais, Treaty Three Police Service

MEETING OPENING
1. The meeting was called to order at 9:03 a.m.
2. Chair Ferguson acknowledged the land.
3. Approval of Agenda
MOTION #2021-080
On motion of Arif Khan, seconded by Councillor Thomson, the October 21, 2021,
open agenda was approved.
CARRIED
4. Declaration of Conflict of Interest with Respect to the Agenda
None were declared.
5. Approval of Minutes
MOTION #2021-081
On motion Lynn Strachan, seconded by Councillor Thomson, the minutes from the
September 16, 2021, open meeting were approved.
CARRIED
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MOTION #2021-082
On motion of Arif Khan, seconded by Lynn Strachan, the minutes from the October 6,
2021, budget open meeting were approved.
CARRIED

INTRODUCTION
6. Newly Promoted
Inspector Carl Moore was introduced as being newly promoted on October 12, 2021.

PRESENTATION
7. Q2 Statistics
Deputy Allan provided an overview of the 2nd quarter statistics. Which included the following
areas:
•
•
•
•
•
•
•
•
•
•

Calls for service
Occurrence and Violations
Provincial Offences Notices
Notable Events
Crimes Against Persons
Property Crime
Drug Offences
Criminal Traffic Violations
Other Criminal Code Violations
Miscellaneous

8. Strategic Plan Update
Inspector Burke, Staff Sergeant Richter and Viktoria Tumilowicz, Strategic Planner attended the
meeting and updated Board members with a review of the live dynamic document. The
Community Safety Survey will be coming out in the next few weeks and they are currently
looking at different statistical ways to analyze the data received.

CONSENT AGENDA
9. Staff Acknowledgements
10. Public Complaints
MOTION #2021-083
On motion of Arif Khan, seconded by Councillor Thomson, the consent agenda items
were received.
CARRIED
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ITEMS FOR APPROVAL
11. Re-Appointment of Special Constable Members
MOTION #2021-084
On motion of Lynn Strachan, seconded by Arif Khan, the board approved the reappointment of Special Constable Shannon Calladine and Special Constable Brianna
Henderson.
CARRIED

UPDATES
12. Chief’s Update
Chief Greenwood provided the following update.
•
•
•
•

96% of Barrie Police Service Members are fully vaccinated.
The service is continuing to use active screening for everyone entering the building.
Members use PPE when indoors and closer the 2 meters.
Members were provided with a directive on the vaccination policy.

13. Community Concerns
Mayor Lehman advised that Human Trafficking is a great concern within the City of Barrie. Chief
Greenwood advised that the service has a Human Trafficking Team that is part of the Crimes
Against Persons Unit. The Human Trafficking Team is partnering with the OPP and other Police
Services with this ongoing issue. Hotels in the Barrie area are being educated in assisting
individuals to get out of a human trafficking situation in a healthy way.
Noisy vehicles were also mentioned as being the single largest complaint received by volume
not severity. The service’s traffic unit has been working on specific initiatives to enforce in that
area. – single largest complaint by volume not severity.

MEETING CLOSING
14. Next Regular Board Meeting – Thursday, November 18, 2021
15. Adjournment
MOTION #2021-085
On motion of Arif Khan the Barrie Police Services Board Meeting was adjourned at
10:13 a.m.

Chair

Board Administrator
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Note of Consideration
Definitions and terms used throughout this report are included towards the conclusion of the
document, in Appendix A: Definitions. When viewing a digital copy of this report, any font
appearing in blue with underline signifies the content is linked and can be clicked upon to view
the appropriate appendix.

About the Barrie Police Service
Providing policing services to the city of Barrie since 1853, the Barrie Police Service (BPS) is one
of the oldest services in Ontario. Located at 110 Fairview Road, BPS is led by Chief Kimberley
Greenwood (2013 – present) and as of December 31, 2020, is comprised of 245 Sworn and 118
Civilian members. The Service is guided by its Vision, Mission and Values as stated below:
Vision
Policing excellence to ensure a safe and secure community.
Mission
To enhance our community by providing professional, accountable and sustainable
policing services.
Values
Through our actions and dedication, we model the principles of:
Professionalism, Respect, Integrity, Diversity and Excellence.
BPS continually explores innovative technology, evidence-based policing methods and training
enhancements to align with the safety and security needs of the local community. The Service is
guided by the 2020-2022 Strategic Plan which outlines three strategic priorities:
Strategic Priority One
Crime Prevention, Community Safety
& Law Enforcement

Strategic Priority Two
Community Engagement & Collaboration

Strategic Priority Three
Organization Excellence & Sustainability

Report Objective & Scope of Work
In response to North American events in the spring of 2020, the Barrie Police Service (BPS)
conducted a Systemic Review of Organizational Culture and Systems (Systemic Review) over
the period of July 2020 through June 2021. The review included an assessment of BPS
organizational culture, practices, and procedures. It focused on identifying any areas of
improvement or success regarding BPS response, processes, and engagement with racialized
groups as well as vulnerable populations. The intent of this report is to offer a purposeful summary
of the research findings and provide recommendations for Chief Greenwood and the Barrie Police
Services Board (Board) for consideration of next steps.
BPS established eight goals which guided the Systemic Review:
1. Acknowledge and commit to building trust.
2. Improve and enhance accountability mechanisms.
3. Increase and expand measurement, benchmarking, and ongoing internal feedback
mechanisms.
4. Improve awareness and understanding of leaders and service members.
5. Enhance community engagement.
6. Improve representation of under-represented groups, particularly women and racialized
members.
7. Enhance accessibility and commit to inclusion of service members with disabilities.
8. Commit to organizational culture change.
Multiple internal and external resources were consulted to gather and examine qualitative as well
as quantitative data for this Systemic Review. BPS accomplishments, areas of concerns, issues
and potential barriers for equity, diversity and inclusion are identified throughout this document.
Findings offer evidence-based direction for improved organizational culture and systems moving
forward.
Research methods were primarily comprised of:
•
•
•
•
•

Analytics: qualitative and quantitative.
Environmental scans: review of practices and processes in other police services.
Focus groups and interviews: internal and external.
Surveys: internal and external.
Third-party consultations with subject matter experts.
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Executive Summary
The Barrie Police Service (BPS) established a Systemic Review of Organizational Culture and
Systems (Systemic Review) spanned the period of July 2020 through June 2021. The Service
established a Systemic Review Committee to identify any areas of improvement or success for
BPS regarding its overall response, processes, and engagement with racialized groups and
vulnerable populations.
Data collected is presented throughout this report. It provides a thorough assessment of BPS
practices, procedures, and both internal and external perceptions of the Service. The
recommendations provided are to establish measurable benchmarks to inform the Barrie Police
Services Board (Board), and the local community of current conditions and the future evolution of
BPS.
The Systemic Review included the evaluation of BPS:
•
•
•
•
•
•
•
•
•
•

Diversity.
Gender issues.
Human Resources Unit employment and hiring practices.
In-house training material and practices.
Internal and external communication practices.
Internal BPS member perception of BPS organizational culture and systems.
Procedures.
Professional standards investigations.
Promotional processes and practices.
Public and community partner experiences and perception of BPS.

Multiple channels were used to collect quantitative and qualitative data including, environmental
scans, database analysis, internal and external focus groups, surveys, and third-party
consultations. Topics of sexism, classism, ageism, racism, and implicit bias were explored at
length. Findings reviewed included themes of BPS organizational culture, professionalism,
diversity, equity, equality, inclusion, and accountability.
Key findings are further explored through detailed analysis of organizational:
1.
2.
3.
4.
5.

Leadership.
Culture.
Disconnect.
Maturity.
Reputation.

Research identified BPS has several areas of success and stable growth regarding internal
culture, professionalism, accountability, and leadership. These were described both positively and
negatively through the data sources examined. However, the information gathered suggests there
is a gap in the perception of BPS organizational culture and the efficiency of some initiatives as
well as Board Policy and BPS Procedural mechanisms within the Service. There is a slight
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disconnect in communication between BPS members and leadership, as well as the ability of BPS
to reflect the demographic composition of the community.
Although gaps exist, findings determined BPS has already self-identified some of these concerns
and taken internal action to adjust and improve. Examples of the improvements include the
proactive completion of the Systemic Review, enhanced community engagement, recognition of
the city of Barrie’s changing population and demographics, and the continued exploration of
diversity, inclusion, safety, and well-being initiatives.
The findings of this report will help BPS continue to create and implement internal and external
practices, procedures, and initiatives that strengthen the values of a fair and progressive culture.
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Project Timeline
Disclaimer: Data collected reflects the Barrie Police Services Board (Board), Leadership Team
(LT) and the Barrie Police Service (BPS) members in the year 2020. Changes moving into the
year 2021 have included a Deputy Chief retirement, an Inspector stepping aside due to personal
circumstances with the position temporarily filled by acting members, and a transition in the Board
composition.

Overview
The BPS committed to conducting a full Systemic Review in July 2020. Members of the Service
were canvassed to determine who was interested in participating in the review process and were
either seconded to the Systemic Review Committee or asked to participate in internal focus
groups. A formal project timeline was established, to ensure a comprehensive review would be
completed in a timely manner, utilizing both external subject matter experts as well as a diverse
representation of internal members, as shown in Appendix B: Systemic Review – Process Map.
The Systemic Review Committee met multiple times and completed this project in four phases,
as identified below.

Phase 1: July 1, 2020 – September 30, 2020
The first phase focused on solidifying the project scope and deliverables. It led to the introduction
of the Intercultural Development Inventory® (IDI®), a digital tool that provides cross-cultural
assessment of intercultural competence for an individual, or collective group and organization.
The IDI offers an understanding on the current intercultural competence of an individual and
organization along with ways to strengthen it. BPS hired a third-party experienced in the IDI to
conduct an IDI assessment of the BPS LT and Board members, which received 100%
participation.

Phase 2: October 1, 2020 – December 31, 2020
From October 1, 2020, to December 31, 2020, BPS had two members trained to be licensed IDI
Qualified Administrators. The IDI was fully administered to all active BPS members and offered
to those on secondment or extended leave. Members were also provided an opportunity to
schedule one-on-one IDI debriefs and establish an optional Intercultural Development Plan®.
Combining the volume of all member responses with that of BPS LT and Board, the IDI received
a response rate of 74.06% from the entire Service.
Additionally, an internal focus group framework was implemented. BPS hired a third-party subjectmatter expert to conduct external focus groups with the public and community partners. Phase
two also signified the start of an in-depth procedure review, and the collection of multiple internal
and external analytics, such as the 2020 Community Safety Survey.
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Phase 3: January 1, 2021 – March 31, 2021
The third phase focused on the completion of internal and external focus groups. The Systemic
Review Committee was tasked with reviewing internal BPS training material, Human Resources’
recruitment and hiring practices, adequacy standards, decision-making processes, and member
wellness as well as support resources.

Phase 4: April 1, 2021 – June 30, 2021
Between April 1, 2021, and June 30, 2021, all data was consolidated into a central location for
the Systemic Review Committee to examine and provide detailed findings and recommendations
as outlined in this report.
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Methodology
Overview
This report is comprised of both quantitative and qualitative findings gathered through internal
and external sources. Examples include:
•
•
•
•
•
•
•
•
•
•

Assessment of in-house training material.
Arrest reports and related data.
Barrie Police Service (BPS) Procedure review.
Communication channels.
Focus groups: internal with BPS members and Leadership Team.
Focus groups: external with community partners and the public.
Human Resources Unit recruitment and retention rates.
Intercultural Development Inventory® (IDI®) assessment.
Multiple internal and external surveys.
Professional Standards Unit internal and external complaint data.

Assessment of In-House Training Material
The Systemic Review Committee reviewed 18 in-house training presentations.

Arrest Reports and Related Data
The Systemic Review Committee reviewed the perceived group or individual identity of arrest
data to determine if there was an over-representation of any group(s).
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Communication Channels
Internal and external communication channels were assessed for efficiency, readability, and
engagement.

Focus Groups – Internal
Twenty-two internal focus groups were conducted with 44 BPS members. Internal e-mails were
distributed service-wide in late November 2020 with an opportunity for members to voluntarily
participate. Sixty-five BPS members expressed interest and the study endeavoured to represent
a cross-section of Sworn and Civilian members from varied demographics.
Sessions were between 60 to 90 minutes in length with two to four participants, and spanned the
period of December 17, 2020, to February 18, 2021. All participants provided informed consent
prior to attending their scheduled focus group.
Focus groups aligned with public health regulations and COVID-19 pandemic restrictions. When
possible, focus groups were conducted in-person, or in a hybrid format with some participants inperson and others participating through digital means. Overall, there were 14 in-person focus
groups, four hybrids, and four strictly online. A standardized PowerPoint presentation and
questions were utilized at each session.

Focus Groups – External
Thirteen external focus groups were conducted with community partners and the public. Sessions
were led by a third-party. BPS endeavoured to complete a cross-cultural representation of diverse
community members throughout this process.

Human Resources
The BPS Police Constable Recruit Database was reviewed over a two-year period. One hundred
and sixty applications from 2018 were analyzed as well as 128 applications from 2019. Additional
material that was assessed included recruitment and promotional practices.

Intercultural Development Inventory® (IDI®)
The Intercultural Development Inventory® (IDI®) is an approach which measures intercultural
sensitivity along the Intercultural Development Continuum® (IDC®). The IDC identifies
knowledge, attitudes, skill sets and/or orientations toward cultural differences and commonalities.
It spans a range of monocultural, transitional and global/intercultural mindsets, as displayed in
Appendix C: Intercultural Development Continuum.
The IDI helps establish a quantifiable baseline for understanding the intercultural competency of
the entire organization. It serves as a performance benchmark in tracking the Service’s future
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progress along the IDC. A third-party, was hired to administer the IDI assessment to the BPS
Leadership Team (LT) and Board members from September 23, 2020, to October 1, 2020.
Two BPS members were trained to be licensed IDI Qualified Administrators and all active
members were digitally distributed the IDI between November 2, 2020, and December 2, 2020.
From December 9, 2020, through January 9, 2021, the IDI was also administered to members on
extended leave or secondments who indicated they were willing to participate.

Internal Surveys
Internal surveys were conducted as outlined below.
•

Harassment and Discrimination Survey – (completed by a third-party)
Distributed over the period of March 15, 2021, through April 9, 2021, the survey gathered
information regarding member experiences of harassment and/or discrimination. It further
explored the identification of any barriers that create difficulty for members to report an
experience of harassment and/or discrimination. There were 213 members who
participated in the survey.

•

2021 Strategic Planning Session Survey
From April 22, 2021, to May 17, 2021, Board Members and other leaders within the Service
identified their alignment, understanding and view of the BPS 2020-2022 Strategic Plan
including an evaluation of the BPS Mission, Vision, and Values.

External Surveys
External surveys were conducted as outlined below.
•

2020 Community Safety Survey
Available to the public from October 26, 2020, to December 11, 2020, data was collected
regarding public interaction and perception of the BPS and views on safety in the city of
Barrie. The survey built on questions from the 2019 Community Safety Survey and
received 1,667 responses. This is an increase of 358% from 2019.

•

2021 Budget Questionnaire
Open from July 24, 2020, to September 1, 2020, the survey received 624 responses and
captured public perception on the 2021 BPS budget process.

Procedure Review
One hundred and forty-one procedures were reviewed to identify potential issues that could be
perceived as non-inclusive or potentially discriminatory.
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Professional Standards
Five years of data relating to public, and Chief’s complaints were reviewed to identify any biases
and/or discriminatory behaviours.
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Overview of Topics Discussed & Findings
The Government of Ontario defines systemic racism as:
•

“Organizational culture, policies, directives, practices or procedures that exclude,
displace or marginalize some racialized groups or create unfair barriers for them
to access valuable benefits and opportunities. This is often the result of
institutional biases in organizational culture, policies, directives, practices and
procedures that may appear neutral but have the effect of privileging some
groups and disadvantaging others.” 1

Systemic racism can only be addressed when more individuals and institutions (including police)
acknowledge its existence and remain unwavering in their commitment to evaluate and
restructure systems that allow it to propagate. Police leaders, and all members, can address
racism by focusing internally to foster and sustain an inclusive police service. The Barrie Police
Service (BPS) and Barrie Police Services Board (Board) must develop policies and procedures
that are based on respect for others and that value differences, encouraging members to question
and challenge systemic racism within. This is not an easy task to accomplish but is imperative to
merit the trust and confidence of the community served.
While the initial motivation to conduct the Systemic Review was prompted by North American
events it presented an opportunity to explore multiple areas within the policing industry. A series
of themes are prevalent and overlap throughout the findings including observations regarding
professionalism, sexism, classism, ageism, racism, and forms of implicit bias. An overview of the
findings that will be discussed in greater detail throughout the report are provided below. Detailed
findings have informed recommendations which are presented at the conclusion of each section.
Additionally, definitions are provided in Appendix A: Definitions.
The following topics and findings have been explored in depth throughout this report. Each item
is reviewed in detail in the following sections.

1. Organizational Leadership Topics & Findings
•
•
•
•
•
•
•

BPS Leadership Team (LT) does not appear representative of the community served.
Higher ratio of males to females in an LT position.
Majority of LT identifies as White and/or non-racialized.
Sworn members of the BPS LT have an average of 30 years in policing. Most members
of LT have been with BPS for an average span of 20 years of policing with BPS.
There is a range in acceptance and awareness of barriers for diverse groups by
members of the LT.
LT exhibits a Minimization orientation along the Intercultural Development Continuum®
(IDC®).
LT members individually present a range of development orientations along the IDC.

1

Merriam-Webster. Ageism. Dictionary by Merriam-Webster. Retrieved August 20, 2021, from
https://www.merriam-webster.com/dictionary/ageism
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•
•

The LT’s perception of barriers within BPS.
Public perception of BPS leadership.

2. Organizational Culture Topics & Findings
•
•

Formal organizational culture.
Procedure review identified opportunities to increase effectiveness in the BPS
Procedure infrastructure.

•
•

Procedure review identified specific opportunities to address inclusive language.
Procedure review identified existing actions taken to ensure accessibility, though there
are opportunities for further improvement of mechanisms to be more equitable for all
members.
Informal organizational culture.
Demographics of the BPS.
BPS membership demographics represent a lower representation of racialized persons
and women compared to city of Barrie’s population.
Members describe BPS both positively and negatively.
Some members perceive barriers to advancement at BPS through promotions,
succession planning and evaluation.
Promotions/job assignments.
Lack of succession planning.
Evaluation inconsistency.
Discrimination or bias against women was one of the most common themes in the
internal focus groups.
Some members indicated that they believe BPS currently tolerates some racist and
implicit biases.
Members indicated they have witnessed workplace bullying at BPS.
Discrimination based on sex, sexual orientation, gender identity/expression was
identified as the most common form of discrimination.
Members do not feel confident in reporting harassment issues and fear reprisals,
retaliation, or negative consequences.

•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

There are a range in views regarding accountability of the LT within the Service.
Members perceive there is a lack of communication between the LT and front-line
officers.

3. Organizational Disconnect Topics & Findings
•
•

Some members do not share the positive perceptions of leaders with respect to
fairness, consistency, and equal opportunity.
Members may have a stronger perception of barriers existing within BPS, than leaders.
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•

Some members do not feel that accountability is applied equitably across the
organization, while leaders feel that they are holding everyone equally accountable.

4. Organizational Maturity Topics & Findings
•
•
•

•
•

Collectively, the BPS’ Developmental Orientation is Minimization, as determined by the
Intercultural Development Inventory® (IDI®).
BPS members and LT self-assess to have a Perceived Orientation of Acceptance.
The LT and BPS Board members demonstrate leadership and model behaviour that
can help the Service collectively progress further into a strengthened intercultural
mindset.
There is a need for training for all BPS members about the existence of systemic
issues, and the experiences of minority group and vulnerable members.
BPS does not collect adequate race-based data for a comprehensive review of any
possible biases in the complaint process.

5. Organizational Reputation Topics & Findings
•
•
•
•
•
•
•
•
•

BPS demonstrates support for diversity and inclusion through outward facing
programming and initiatives.
BPS communicates its diversity and inclusion initiatives on its website and social media.
Most media stories represent BPS positively or with neutrality.
Stories related to public safety and security received the most media coverage.
Townhall consultation and public survey.
Public and BPS members demonstrate varying perceptions of fairness, effectiveness,
integrity, respect, honesty, and trust.
Perceptions of professionalism varied among external focus group participants.
While some interact with BPS through the community, others are employed in services
that interact with vulnerable members of the population as well as BPS.
Accountability and transparency.
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Detailed Findings & Recommendations
This portion of the report explores the details and data which support the key findings previously
identified. Presented below are finding summaries and each includes potential recommendations
specific to the described area. All recommendations are summarized at the end of this document
and can be found in Appendix G: Recommendations from the Barrie Police Service Systemic
Review of Organizational Culture and Systems.
In reviewing this material, it is important to note the Barrie Police Service (BPS) is comprised of
Sworn and Civilian members. The roles within the Service are identified below, additional
definitions can be found in Appendix A: Definitions.
Barrie Police Services Board
As outlined in Section 31(1) of the Ontario Police Services Act, BPS is governed by a Police
Services Board that is comprised of members of City Council and the public, as appointed by the
Province of Ontario. The Board provides oversight of the Service, to ensure the city of Barrie is
provided with adequate and effective policing services.
In accordance with the Ontario Police Services Act the Board is comprised of five members:
The Head of the municipal council, or if the Head chooses not to be a member of the Board,
another member of the Council appointed by resolution of the Council. One person appointed by
resolution of Council who is neither a member of the Council nor an employee of the Municipality.
Two persons appointed by the Lieutenant Governor in Council
Leadership Team (LT)
Provides strategic and operational leadership to ensure alignment and achievement of the Vision,
Mission and Values, of BPS. Members include the Chief, Deputy Chiefs, Inspectors and Civilian
Managers.
Sworn Members
A Chief of Police or any other police officer, including a person who is appointed as a police officer
under the Interprovincial Policing Act, 2009, but does not include a special constable, a First
Nations Constable, a municipal law enforcement officer or an auxiliary member of a police force;
(“agent de police”), as per the Ontario Police Services Act.
Civilian Members
BPS employs civilian members in a variety of professional, supervisory, technical, administrative,
and clerical civilian positions. Examples of positions which represent the type of civilian
opportunities BPS may offer include: Communication Operators, Communicator (Call Taker),
Data Entry, Information Technology, Identification Services, Fleet Licensed Technician, Court
Services, and Administrative positions.
Additional definitions can be found in Appendix A: Definitions.
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Section 1: Organizational Leadership – Topics & Findings
BPS Leadership Team does not appear representative of the community served.
Data signifies there is minimal racial diversity in the composition of the BPS LT. Further, the
organization is overrepresented by a single group identity: White able-bodied males. Neither the
LT, nor the general membership composition of BPS appear to represent a fulsome reflection of
the local community it serves.
The city of Barrie is a rapidly growing community. Based on the Government of Ontario Growth
Plan, Barrie’s population is projected to reach 210,000 by the year 2031 and 253,000 as of 2041. 2
BPS is efficient and proactive in managing the increase of population density; however, the
organization is struggling to remain balanced and representative of the city’s changing
demographics.
In general, the historical paramilitary structure, along with the hierarchical culture of policing,
makes it difficult for BPS to quickly progress in attaining a balance in diverse composition of the
LT. Obstacles are identified as officers must work through the ranks to represent BPS in an LT
role. The LT of any organization speaks volumes about the internal culture. The makeup of the
LT is a huge signifier to the rest of BPS, community partners, stakeholders, and Barrie residents.
The individuals in a leadership role are looked to for guidance and determine the success of any
culture change effort.
This is further supported through the following findings.
•
•
•

Higher ratio of males to females in an LT position.
Majority of LT identifies as White and/or non-racialized.
Sworn members of the BPS LT have an average of 30 years in policing. Most members
of LT have been with BPS for an average span of 20 years of policing with BPS.

Higher ratio of males to females in a Leadership Team position.
Statistics derived from the internal Intercultural Development Inventory® (IDI®) indicate females
represent only 33% of the Leadership Team, as shown in Figure 1.

2

City of Barrie. Growth Management. Retrieved August 20, 2021, from
https://www.barrie.ca/City%20Hall/Planning-and-Development/Pages/Growth-Management.aspx
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Figure 1: Leadership Team Gender
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Data suggests that non-male genders are under-represented in the structure of the BPS LT and
may be an indicator of potential barriers. In reviewing the composition of the city of Barrie, as per
data shown in the Village of 100 3, it is estimated 51% of the city’s population is female and 49%
is male. 4
Civilians who are part of the LT present a balanced representation of male and female members.
However, Sworn members are primarily male and do not reflect the diverse composition of the
city of Barrie. Decisions related to law enforcement matters are often impacted by the tendency
for the LT to defer to the opinion of the Sworn members on these topics. As the Sworn members
are primarily male, this can lead to an unbalanced gender representation on law enforcement
matters.
Additionally, IDI findings show 17% of respondents left the question blank or unanswered. This is
a potential indicator of a participant experiencing discomfort in declaring their gender identity.

Majority of Leadership Team identifies as White and/or non-racialized.
Internal assessments of BPS LT found 91% of members identify as White and 9% non-White or
Other, as shown in Figure 2. Comparatively, the composition of the city of Barrie, as found in the
Village of 100 analytics, shows 92% of the city’s population as ‘not a visible minority’. 5
While this may suggest a representational balance in the structure of BPS LT and the composition
of the city’s population, the city’s population is rapidly altering. It is anticipated the city’s growth
will also diversify its composition of visible minorities. As this natural evolution occurs, BPS LT
must be prepared to evolve in accordance with the city, to be representative and a reflection of
the local community it serves.

3

City of Barrie. If Barrie were a Village of 100. If Barrie Was a Village of 100. . . Retrieved August 20,
2021, from https://www.barrie.ca/Living/Inclusive-Community/Pages/Village100.aspx
4 Ibid.
5 Ibid.
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Figure 2: Leadership Team Racial/Ethnic Identity
Leadership Team Racial/Ethnic Identity
9%

91%
Other

White

Sworn members of the BPS LT have an average of 30 years in policing. Most members of
LT have been with BPS for an average span of 20 years of policing with BPS.
Further, based on all members (Sworn and Civilian) of the LT, the average years of service in
policing is approximately 19 years with 14 years as a member of BPS. Looking deeper into the
composition of the LT, Figure 3 demonstrates the average years of service of Civilian and Sworn
members.
Figure 3: Average years of service in policing in LT
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Average Years of Service
with Barrie Police Service
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Understandably, it is rare for any Sworn member to achieve an LT rank without substantial years
of service. This is similar for Civilians in LT roles, as they have served nearly 10 years in policing.
Based on these findings, the LT must consider potential biases of this decision-making body as
they are predominantly the same in age, gender, years of service and group identity.
Internal focus groups, conducted with all members of the LT, demonstrated an awareness of the
continuous evolution of the Service and shifting roles of officers. Statements acknowledged the
LT must continually seek internal improvement and remain engaged with both members and the
community.
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Examples from internal LT focus group findings include comments as shown below:
•
•

•
•

“LT must look to continually improve internally and improve to better serve the
community.”
“The BPS and its members are a ‘product’ to the community, which though doing
the best it can, will enhance the community and BPS can provide the service that
is expected by the community.”
“The leaders of the organization need to instill the confidence that they have the
best interests of the members at heart.”
“LT and supervisors must stay in touch with the people and make an effort to let
the members see them and talk to them.”

Members of the Service additionally commented on the future of the BPS LT and shared the
following hopes:
•
•
•

“If you don’t like change, you are not suited for senior leadership.”
“Leadership is in a crisis of credibility.”
“We need to support equal opportunity and equal treatment."

Considering the above findings, it is evident BPS members recognize the need to ensure the
Service is progressive, understanding and engaged with the members and the community it
serves. It is important for BPS to recognize the implicit biases that may be present within the LT.
Although it will be difficult to quickly remedy this systemic downfall which affects all police
services, it will be important for BPS to acknowledge and ensure they are reaching out,
canvassing, and addressing gaps during their decision-making process.

There is a range in acceptance and awareness of barriers for diverse groups by members
of the Leadership Team.
Findings through the Intercultural Development Inventory® (IDI®) demonstrated the BPS LT:
•
•

Exhibits a Minimization orientation along the Intercultural Development Continuum®
(IDC®).
Individually present a range of Development Orientations along the IDC.
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Leadership Team exhibits a Minimization orientation along the Intercultural Development
Continuum®.
Findings determined BPS LT present a Developmental Orientation of Minimization. This is a
transitional mindset between monocultural and intercultural orientations. It highlights the
commonalities in basic human similarity and universal values and principles. 6
As defined by the IDI:
•

“Minimization can take one of two forms: (a) the highlighting of commonalities
due to limited cultural self-understanding, which is more commonly experienced
by dominant group members within a cultural community; or (b) the highlighting
of commonalities as a strategy for navigating the values and practices largely
determined by the dominant culture group, which is more often experienced by
non-dominant group members within a larger cultural community.” 7

Minimization is a Developmental Orientation where individuals tend to only recognize those with
similar views; they do, however, feel like they are addressing issues through policies/procedures
and programs but, fail to understand the full impact from a diverse perspective. Characteristics of
Minimization are illustrated in Figure 4.
Figure 4: Minimization Orientation

Leadership Team members individually present a range of Developmental Orientations
along the Intercultural Development Continuum®.
While as a collective group the BPS LT exhibits a Developmental Orientation of Minimization
along the IDC, each member has their own unique placement and orientation. The IDI identified
6

IDI: Intercultural Development Inventory. (2020, February 25). The Intercultural Development Continuum
(IDCTM). Intercultural Development Inventory | IDI, LLC. Retrieved August 20, 2021, from
https://idiinventory.com/generalinformation/the-intercultural-development-continuum-idc/
7 IDI: Intercultural Development Inventory. (2020, February 25). The Intercultural Development Continuum
(IDCTM). Intercultural Development Inventory | IDI, LLC. Retrieved August 20, 2021, from
https://idiinventory.com/generalinformation/the-intercultural-development-continuum-idc/
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most of the LT (58%) hold a Developmental Orientation of Minimization. Approximately 33% are
in a state of Acceptance and 8% hold a view of Polarization. This is further illustrated in Figure 5.
Figure 5: Developmental Orientation of individual BPS LT along IDC
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The findings in Figure 6 demonstrate there is minimal range in the individual orientation of BPS
LT along the IDC. It is evident views are concentrated within the category of Minimization, which
is a transitional mindset between a monocultural and intercultural orientation. Additionally, there
are a higher number of members in an orientation of Acceptance (33%), compared to that of
Polarization (8%). This may be indicative of LT’s progression along the IDC, towards a greater
collective state of intercultural orientation.
Comparatively, BPS membership (excluding LT), demonstrate a broader variation in
developmental orientations, as shown in Figure 6.
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Figure 6: Developmental Orientation of BPS Membership along IDC
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As shown in Figure 6, the majority of BPS members (63%) align with the LT collective placement
in Minimization. BPS members demonstrate a significantly larger variance in distribution along
the IDC, than that demonstrated by the LT. When there is a wide range in the distribution of
individuals along the IDC, this may signify a lack of consensus on how the group can adapt to
acknowledging and understanding cultural differences. This may create difficulty in navigating
expectations both internally and externally as Barrie’s population continues to grow and diversify.
While both groups must recognize the need for continued improvement, the LT holds a stronger
concentration in orientation range. This offers the opportunity to provide guidance, stability, and
uniformed growth of BPS members into an intercultural orientation. The LT has the potential to
transition and progress along the IDC as demonstrated with a higher percentage of members in
a state of Acceptance (33%) versus that of Polarization (8%), or Denial (0%). There is opportunity
for the LT to collectively progress into an intercultural orientation and help guide the members to
also progress as the city of Barrie continues to grow and evolve.

The Leadership Team’s perception of barriers within BPS.
Additional data was discovered through internal focus groups with the LT. These provided an
additional understanding of the LT culture, diversity, and support towards their progression along
the IDC. Below are expressions shared by members of the LT.
•
•
•
•
•

“There are no barriers here for any groups - there is only the perception of
barriers.”
“Nothing immediately comes to mind as being a barrier that would hold a member
back.”
“Barriers based on gender or race are not present here.”
“BPS has a poor representation of a broader Canadian population and the value
system that we want to demonstrate for inclusivity and acceptance.”
“The Leadership Team doesn’t see the barriers (though some members likely
feel them) and whether they exist or not – however, barriers are present.”

Section 2: Organizational Culture – Topics & Findings

24

These examples of statements demonstrate the broad range of understanding amongst the
leaders at BPS. With this mindset it can be perceived that most leaders feel that success is based
on meritocracy and that the processes are fair and equitable.
During the focus group sessions, some members of LT also stated:
• “I think just coming up with a framework, I don't want to see this as another great
initiative that started to check a box, and then nothing happens with it. So have a
framework and be committed to it. I would really be curious, and I think there
should be transparency.”
• “Our population has grown tremendously in recent years, as has our diversity. I
think that there is no consistency. I think that many initiatives start out with really
great intentions. But there fails to be a follow through or a commitment to really
engage with the community agencies that know the population that are most
involved in the criminal justice system, and as well as being victims of crime.”
Public perception of BPS leadership.
Additionally, the following topics pertaining to the leadership at the BPS were discovered and
discussed through community consultations:
•

•

•

Participants indicated the existing examples of BPS leadership in the community are not
well known. It was recommended activities of meaningful connection with the community
be shared more frequently to improve public perception towards BPS.
Community partners identified BPS leadership and members maintain an active role at
community events and often serve as the lead for situation tables. Participants identified
the Sexual Violence Review Committee that demonstrates the BPS LT participation as a
step forward and towards growth.
Several participants acknowledged the great leadership of Chief Greenwood, who has
shown attempts to improve accountability and transparency. External focus group
participants suggested BPS continue doing initiatives like external focus groups to
continue to seek ways to improve the relationship with the community.
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1. Leadership - Recommendations
The following recommendations are based on the findings presented above:
1.1. Examine systems, practices, requirements, and culture within the Barrie Police Service
to determine and reduce barriers for inclusion of all gender identities, with specific
attention to non-binary and/or trans-gender in leadership roles.
1.2. Examine systems, practices, requirements, and culture within the Barrie Police Service
to reduce barriers for inclusion of members of a minority population in leadership roles.
1.3. Develop Community Advisory Group(s) to include demographic groups aligned by
religion, ethnicity, gender, and racialized youth.
1.3.1. Engage Community Advisory Group(s) as a source of input to Leadership Team,
regarding decisions, projects and/or initiatives.
1.3.2. Engage Community Advisory Group(s) to ensure frequent communications
between the Group(s) and Leadership Team, as well as the public about how
Community Advisory Group(s) feedback is being incorporated into BPS’s
decision making and community engagement initiatives
1.4. Establish an accepted measure of cultural competence (such as the Intercultural
Development Inventory®) as a requirement for hiring and promotion, especially in
promotion to senior ranks. This should be a primary requirement for leadership.
1.5. Create a working group involving members of the Leadership Team and other
members throughout different ranks and divisions within the organization.
1.5.1. The working group would identify the culture the Barrie Police Service wants to
create in the future. It will also explore what aspects of the organizational culture
need to change and/or can reasonably be changed and use a rigorous change
management approach to embark on an organizational culture change initiative.
1.6. Members involved in administering a selection or promotional panel for the process of
advancement, should be educated in understanding differences and the impact their
bias(es) may have on selection, development, and/or advancement decisions.
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Section 2: Organizational Culture – Topics & Findings
An inclusive workplace is defined as:
•

“a work environment that makes every employee feel valued while also
acknowledging their differences and how these differences contribute to the
organization’s culture and business outcomes. An inclusive workplace is
characterized
by
affirmative
action,
wherein
any
impact
of
bias/discrimination/unequal opportunity is negated.” 8

This section provides information regarding the overall culture within BPS. It examines formal
organizational culture that is purposefully established through Board policies and BPS operating
procedures and informal organizational culture which reviews the day-to-day experiences of
members. Both qualitative and quantitative data sources were utilized to clarify these findings,
some of which included an analysis of:
•
•
•
•
•
•

BPS procedures.
Internal focus groups.
External focus groups (conducted by third-party).
Internal survey (conducted by third-party).
Human Resources Unit and member wellness related complaints.
Professional Standards Unit and public complaints received.

Formal organizational culture.
When considering the formal organizational culture, the Systemic Review Committee set out to
ensure that the overall structure of BPS does not consist of any unintentional barriers or
discriminatory practices. When evaluating this foundation, an analysis of current BPS procedures
was conducted.

Background.
BPS has a comprehensive set of procedures. All procedures are guided by both the Ontario
Policing Standards Manual the Police Services Act, and other Canadian, Provincial and Municipal
legislation.
All procedures are listed in a centralized digital location and can be accessed by all Sworn and
Civilian members. In total, BPS has developed 141 procedures and the Systemic Review
Committee examined them all.
Policy and procedure directives are managed in the following manner:

8

BasuMallick, C. (2020, August 20). What Is an Inclusive Workplace? Definition, Best Practices, and
Tools. Toolbox. Retrieved August 20, 2021, from https://www.toolbox.com/hr/diversityinclusion/articles/what-is-an-inclusive-workplace/
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•

•
•
•
•

The Policy and Planning Unit manages the overall policy and procedural framework and
the process of developing and keeping procedures up-to-date and compliant with
changing regulations.
Procedure content and review is solicited from subject matter experts (SME) from the
applicable area within the Service.
Once approved by the SME, the Policy and Planning Unit applies final edits, and the
procedures are reviewed by the LT.
Once approved by the LT (with final approval by the Chief of Police) the procedures are
placed on a central intranet and reviewed on a regular basis.
A standardized internal communication (internally recognized as a Routine Order) is sent
out to all BPS members directing them to review the new/updated procedure.

Procedure review identified opportunities to increase effectiveness in the BPS Procedure
infrastructure.
A review of procedures indicated that BPS could enhance the process in which procedures are
reviewed. An outdated process is hampering the efficiencies in the Policy and Planning Unit.
In reviewing all 141 procedures, some discrepancies were discovered regarding the re-evaluation
dates. It is apparent that some procedures may have been reviewed however, due to the current
process, the Systemic Review Committee was unable to determine why the procedure failed to
move forward.
Currently BPS is up to date on 17 procedures, and 14 procedures that are deemed current but
will require review in the year 2021. Sixty-two are less than five years overdue for a review, while
48 are more than five years overdue (see Figure 7). Some procedures may not need to be
reviewed as often, however a standard that defines this needs to be determined.

Figure 7: Procedure Review Status
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Procedure review identified specific opportunities to address inclusive language.
The review of all 141 procedures did note some concerns regarding the use of inclusive language
throughout. Procedures that have been recently updated tend to reflect a more suitable use of
language surrounding inclusivity.

Procedure review identified existing actions taken to ensure accessibility, though there
are opportunities for further improvement of mechanisms to be more equitable for all
members.
Supplemental to the assessment regarding use of inclusive language, the Systemic Review
Committee assessed procedures with the consideration of accessibility. It was determined that
BPS has taken steps to adopt actions and language which reflect values to ensure accessibility
and equity for all members.
The presence of procedures that hold consideration towards accessibility and equity for members
indicates that BPS is taking actions to be current and equitable for all members. The Service is
taking steps to progress in its procedure-based structures. There remains a need for greater
accountability through a strengthened review matrix with enhanced accountability for responsible
Units to promptly review Board Policies and BPS Procedures.

Informal organizational culture.
Organizational culture defines the shared internal beliefs and values which shape member
behaviour. Along with the examination of procedures, numerous internal focus groups were
conducted to identify members’ perceptions of the informal culture. The following section will show
findings related to the demographic representation within BPS as well as members’ perceptions
of the organizational culture and gaps between members’ perceptions and leaders’ perceptions.
It should be noted, the review analyzed the informal culture by applying both qualitative and
quantitative methodologies. Limited data sources proved to be challenging, supporting the
recommendation of more focus on race-based data collection.

Demographics of BPS.
Figure 8 illustrates the composition of Sworn and Civilian BPS members, as of December 31,
2020.
Figure 8: BPS Membership composition
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Reviewers gathered data from all BPS members and the Board who participated in the IDI to
illustrate the demographics of BPS. It was found that 56.5% of members identify as male, 37.8%
as female, and 0.3% non-binary/non-conforming. The remaining 5.4% preferred not to answer.
These findings were consistent with the data collected through the Harassment and
Discrimination Survey, conducted by a third-party specializing in this field of study. The
Harassment and Discrimination Survey reported 59% of members identify as male, 38% as
female, and 3% were a combination of transgender, other or preferred not to answer.
When analysing data of all respondents based on race it was determined that 88.1% identify as
White, 4.7% as Other, 1.4% as Multiracial or Biracial and 1% as Indigenous: Métis. The remaining
3.1% includes members who identify as: Black, Chinese, Latin American, Indigenous non-Status,
Indigenous Status, or South Asian. Approximately 1.7% of respondents chose not to answer.
When examining sexual orientation of all respondents, 84% identified as heterosexual, 3.4% as
asexual, 1.4% as bisexual, 0.7% as lesbian, 0.7% as other, 0.3% as gay, 0.3% as two-spirit and
remaining participants preferred not to answer.
In consideration of disabilities, 84.7% of respondents do not have a disability and 10.9% chose
not to answer. The remaining 4.4% identified as having a disability. Some of the disabilities
recognised included non-visible impairment, learning disability, coordination/dexterity, hearing
impairment and mobility impairment.

BPS membership demographics represent a lower representation of racialized
persons and women compared to city of Barrie’s population.
Reviewing the demographic composition of BPS in comparison to the city of Barrie’s
population exhibits a discrepancy in proportional representation, based on gender and race.
As reported by all who participated in the IDI, the ratio of males to females within BPS indicates
56.5% identify as male, 37.8% as female, 0.3% as non-binary/non-conforming, and 5.4%
preferred not to answer. Comparatively, the city of Barrie Village of 100 approximates the local
population is 49% male and 51% female. As demonstrated in Figure 9, when comparing BPS and
Village of 100 data, it is notable that BPS is under-representative of female members by
approximately 13%.

Percent of Individuals

Figure 9: Gender (BPS Members and city of Barrie)
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Diving deeper and examining the composition of visible minorities through the BPS IDI as
compared to the city of Barrie’s Village of 100, Figure 10 suggests visible minorities are
underrepresented both within the Service and city.
Figure 10: Visible Minorities (BPS Members and city of Barrie)
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*Please Note: Additional data indicated Village of 100 findings state 92% not a visible minority and BPS
Intercultural Development Inventory found 96% identify as not a visible minority. Additionally, the IDI
identified 0.3% of BPS members identify as Latin American, 1.4% multi-racial or bi-racial, and 6.5% of
member selected other or preferred not to answer.

As indicated in the findings above, the BPS does not reflect the population of the city that it serves,
however the Service is taking actions to expand its recruitment initiatives and engage with visible
minorities as the city of Barrie continues to evolve and grow.

Members describe BPS both positively and negatively.
Internal focus groups held by the Systemic Review Committee dove deeper into BPS member
perceptions of organizational culture and found positive, negative, and constructive responses. It
is important to note that members presented differing views regarding their perception of the
organizational culture of BPS depending on which unit they are part of. Additionally, those who
expressed a negative perception were ready and willing to provide a remedy or constructive
approach to strengthen the perception of BPS.
One member described BPS as:
• “BPS is an organization that really supports innovation, change and wants to be
a leader across the whole country.”

As shown in Figure 11, other positive statements made by members include:
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Figure 11: Positive statements about BPS by members

Some of the less supportive statements captured during internal focus groups are shown in
Figure 12.
Figure 12: Negative statements about BPS by members

As mentioned previously, although some members expressed negative perceptions of the
organizational culture, they were willing to expand upon their reasoning and offer possible
remedies.
Constructive statements from members who participated in internal focus groups included:
•

“Leadership guides the energy and environment at BPS, competitive, evolving,
comfortable, good intentions, and continual improvements.”
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Members also touched upon their ability to share views and voices through existing channels in
the Service, such as committees. There is an absence in member awareness regarding what
committees exist and how to be part of such groups within BPS. The Systemic Review Committee
explored this topic in greater detail and found there are 15 internal committees. While the
composition of committees is also set out in procedures, there are no internal resources that
consolidate and specify current committees, the process on how to join or establish new ones (if
required). It is suggested a consolidated committee list be made internally available within an
easily accessible and centralized location. Additionally, this list should specify the process of
joining committees and offers members resources for an opportunity to have their voices heard
within the Service.

Some members perceive barriers to advancement at BPS that are evident through
promotions, succession planning and evaluation.
Some members, particularly those that have been successful moving through the ranks, feel that
there is adequate succession planning within BPS and that it is the “responsibility of everyone to
plan their career and seek input from their supervisors.” These members do not perceive any
barriers within the Service for job assignment or promotion and feel that if you, “give back to the
organization and work hard you will receive more opportunities.”
Furthermore, these members tend to believe that the proper processes are in place for job
assignment/tenure and that the proper members are being placed in positions based on merit and
job experience.
Through the data collected by the Systemic Review Committee, it was evident most BPS
members perceive barriers regarding:
•
•
•

Promotions/job assignments.
Lack of succession planning.
Evaluation inconsistency.

Promotions/job assignments.
Internal focus group participants identified Human Resources (HR) as a unit that is continually
working to increase equality and transparency. However, participants acknowledged the
promotional and tenure process is viewed to be unequitable.
Procedures are believed to be built on prejudicial views from a legacy-based system often referred
to as the ‘Old Boys Club’. This ‘club’ is believed to be an informal system of men that supports
the promotion, hiring and job selection of other men. Further, it is perceived to be designed to
keep those in power within the ‘club.’ Further, there is a perception of inequality regarding job
assignments and promotions - most attributing this to a lack of consistency and transparency in
HR practices.
Promotions, as with most police services in the province, are matter of contention. It was
suggested by some members that during their years of service at BPS, some of the members that
are promoted are viewed as, “a mockery of the system.” This perception is reported to be
discouraging members from applying for internal positions or promotions. It can be deduced that
lack of transparency around the promotional process within BPS may be a barrier within the
organization. This was flagged specifically with reference to procedures and speculation that
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members who have had concerning allegations in their past were still promoted to higher-ranking
positions. There is speculation of a possible disconnect between front-line and leadership in the
promotional decision-making process.

Lack of succession planning.
Internal focus group data identified members perceived lack of leadership throughout the Service
and there is a desire for more mentorship and guidance from their supervisors. Consequently,
members feel there is a lack of succession planning within the organization and a lack of a defined
path to help them identify skills required for certain positions and/or promotions. Internal focus
group participants expressed a feeling that without the support of a member in a position of
leadership, one will not be able to progress in this Service.
It was additionally identified by Civilian members that ideas presented without a Sworn member’s
support are often viewed as projects that will not be rendered successful or approved, due to a
lack of support. While this is improving year-over-year, the perception is a deterrent for Civilians
to introduce new ideas.

Evaluation inconsistency.
Members believe performance is not measured equitably and this does not equate to equal
opportunity for everyone to achieve success. Also noted, was the perceived fact that BPS member
performance measurements are weak, inconsistent, infrequent, and more value is placed on how
long a person has spent at BPS instead of a merit-based approach. Members expressed that the
current performance measures are used as a punishment tool and not a means of succession
planning for BPS members. It was identified that evaluations should be applied with consistency
and as a tool that offers a member growth and an opportunity to build their career.

Discrimination or bias against women was one of the most common themes in the internal
focus groups.
Building on discussions regarding the evaluation and promotional process, participants identified
a historic divide between male and female BPS members. However, participants acknowledged
this divide is narrowing while LT works to ensure it is not tolerated in the current BPS
organizational culture. Findings suggest the historical divide was fueled by a mentality and attitude
described as an ‘Old Boys Club’, that placed unrealistic bias and stereotypes on the abilities,
expected roles, anticipated maternity leaves and hours of employment of female BPS members.
Internal focus group participants acknowledged this perception has been removed through the
positive changes Chief Greenwood has implemented since her role as BPS Chief of Police.
Furthermore, in the current organizational culture, it is found members are accepting that some
roles in the Service are better suited for females (e.g. Crimes Against Persons (CAP) Unit and
the need for victims to have the choice of disclosing information to a female officer in line with the
Victims’ Bill of Rights). This view is, in and of itself, a positive outlook and an example of an
evolving culture. Correspondingly, it was acknowledged some roles are unique for all gender
identities or specifically male. However, participants did identify a few accounts in the current BPS
structure where infrequent remnants of a divide have still been experienced by female members.
Some of these items discovered through internal focus groups include:
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•

Some female Civilian members identified differences in levels of professionalism when
being introduced to new recruits by male coach officers, versus introductions done by
female coach officers

•

Female members describe feeling judged when they become pregnant and are constantly
feeling pressured to announce their plans regarding their return to work before they have
even left. Although participants indicated the stigma is dissipating, they acknowledged
remnants are still present.

•

Females state that they put barriers on themselves for advancement because they have
responsibilities at home that they must consider when applying for positions.

•

Some members within specific units will assign labour-intensive tasks to males rather than
females. Females in these roles are also questioned regarding their abilities to perform
tasks historically perceived as ‘male.’

•

Members create online forums that are intended for one gender to be a part of.

•

Foul language has been noted regarding female menstrual cycles.

•

Male members perceive that women and minority, or diverse members have an advantage
for advancement, even if they do not hold all the qualifications necessary for a specific
position.

•

Both male and female members acknowledge that females face criticism when promoted
and statements such as “she only got promoted because she is female” and “a void
needed to be filled” are commonplace at BPS.

•

Members disclose the use of certain demeaning terms that are still present, including girls,
hun, dear, and sweetheart.

Some members indicated they believe BPS currently tolerates some racist and implicit
biases.
Internal focus group participants believe BPS is working to recruit and enhance diversity amongst
members. Participants did raise concerns regarding racially-based jokes that they have overheard
or witnessed being exchanged by BPS members. BPS members also noted potential concerns
regarding content of shared messaging apps.
As BPS continues to evolve and engage with different cultural groups, some focus groups raised
concern that there is an absence of mechanisms that grant full confidence to bring an issue
forward for any member, especially a part of a racialized or minority group. Speculation indicated
there is a perception that a member will be viewed as a ‘squeaky wheel.’ Similarly, while different
gender identities and sexualities are viewed as a societal norm in western culture, there is concern
that a female who express as non-heterosexual will be more accepted by their peers, than males
who may identify as Two-Sprit, Lesbian, Gay, Bisexual, Trans, Transgender, Queer/Questioning
(2SLGBTQ+).

Many BPS members have witnessed workplace bullying/harassment at BPS.
Through the Harassment and Discrimination Survey, of the 208 members that replied to the
question, it was found 47% of members have witnessed workplace bullying at BPS. 45% indicated
they did not witness any, 6% are unsure and 2% prefer not to answer. Findings are shown in
Figure 13.
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Figure 13: BPS Members who have witnessed workplace bullying at BPS
BPS Members who have witnessed workplace bullying at BPS
as per findings of the Harrassment and Discrimination Survey
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Of those who indicated they have witnessed workplace bullying/harassment at BPS, most
respondents (42%) stated they observed it between two to four times in the last five years, as
shown in Figure 14.

Percent of BPS Members

Figure 14: How often BPS Members have witnessed bullying/harassment behaviour in the last
five years
How often have you witnessed the behaviour(s) in the last five years,
as per findings of the Harrassment and Discrimination Survey
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Of those who witnessed harassment, most members (18%) reported the incident was regarding
a person’s sex, gender identity or gender expression. Members were encouraged to select all
forms of harassment that they had witnessed; evidently some had witnessed more than one form
as presented in Figure 15.
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Figure 15: Topics of witnessed harassment
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*The question did allow for more than one response per answer
**Not witnessed discrimination related to options listed
***Race, colour, creed, ethnic origin, ancestry, or place of origin

Discrimination based on sex, sexual orientation, gender identity/expression is the most
common form of discrimination.
The Harassment and Discrimination Survey further examined forms of discrimination. Findings
identified that of those members who had experienced discrimination, it was most commonly
regarding sex, gender identity and/or gender expression (13%). This was followed by disability or
perceived disability (6%). Those that had experienced discrimination were encouraged to identify
all forms that apply as shown in Figure 17.
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Figure 17: Areas of discrimination experienced

Discrimination related to my:
(unequal or different treatment that causes harm to someone)*
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*The question did allow for more than one response per answer
**I have not experienced discrimination related to any of these
***Race, colour, creed, ethnic origin, ancestry, or place of origin

Of those who have experienced discrimination it was also identified:
• 50% are male, and 43% are female.
• 81% identify as heterosexual, and 13% identify as 2SLGBTQ+.
• 87.5% identify as White.
• 56.25% are Constables, 25% Civilian, 13% LT (Sworn and Civilian).
• The remaining members chose not to answer this question.

For members that have experienced harassment 23% kept it to themselves and 22% told a
colleague. 2% filed a complaint, while 28% reported it to a supervisor, HR, or management.
Approximately 50% of participants indicated they did not report harassment because they
were either afraid of retaliation or thought it would have a negative impact on their career. As
shown in Figure 18, about 26% did not think anything would be done about it, and 15% said
the person who engaged in the behaviour was in a powerful position. Some members have
witnessed harassment and discrimination more than once and may have responded
differently to each as captured in the below chart.
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Figure 18: Actions after witnessing harassment or discrimination
If you did not report harassment that
you experienced, please indicate why*
as per findings of the Harrassment and Discrimination Survey
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During the review, in relation to BPS members who have been victims of discrimination and/or
harassment, it was expressed that:
•

“We as a Service have failed multiple victims because thorough investigations
were not conducted at the time. Victims did not want to make a formal complaint
as they felt this would negatively affect their careers. And so, an incident would
be left unpunished even when those incidents had independent witnesses. These
are the systemic issues that need to be addressed. Most BPS members are good
people that mean well and work hard and learn from their mistakes. However,
there should be zero tolerance for ranking members that bully, harass and take
advantage of their subordinates.”

Qualitative findings, through focus group responses, uncover that a lack of communication over
the years has eroded the trust of many front-line officers with their supervisors. Consequently,
this has led to a fear of coming forward with any concerns to their supervisors. Some members
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state that “they feel intimidated by their supervisors and do not feel that there are mechanisms in
place that offer an impression of being supported.” There is always the underlying fear of
retribution, most notably for female members.
Other comments included:
• “Lack of trust from within, and for lack of words, PSB [Professional Standards
Bureau] and/or supervisors ‘shoot’ before asking questions or take the wrong
approach and attempt to resolve issues for personal merit.”
• “You will never get that bullseye off your back.”

There are a range of views regarding accountability of the Leadership Team within the
Service.
Focus group participants acknowledged that “BPS is working hard at being inclusive but has a lot
of work to do,” and were asked to discuss the theme of accountability. Members were probed by
the following question: “How do BPS members and/or Senior Leadership address incidents of
discrimination (are there mechanisms in place)?”
Participants indicated and acknowledged that the LT appears focused on introducing new,
progressive projects and initiatives to boost equity, equality, and morale among members. The
Systemic Review was also quoted as proof of accountability. Some participants speculate that
the Service is not afraid of change and, in fact, welcomes and seeks out opportunities to improve
policing within our Service and across policing.
It was stated Chief Greenwood holds members accountable and expects members to hold
themselves to high standards. Participants acknowledged they feel both Sworn and Civilian
members are held accountable, and there is consistency when all matters are held to the
standards of the Police Services Act. Furthermore, enhanced communication was identified as
crucial for accountability. Members feel that leadership communicates changes to processes well
through mechanisms such as Routine Orders.
Additionally, some focus groups identified members feel practices relating to accountability are in
place and applied consistently and fairly. Members believe complaints reported in the current
system are handled well and objectively through to the LT. It is believed that the LT treats
everyone justly, quickly, and fairly. Focus group participants indicated they would feel comfortable
reporting injustice and sense it would be dealt with appropriately. Members have confidence in
the system and feel BPS is accountable to their community as well, alluding to the fact that officers
are transparent in all actions with the addition of body-worn cameras and other monitoring devices
Alternately, some members do not feel as though BPS is practicing accountability and feel that
the local community does not believe that the Service is accountable. Members raise concerns
regarding favouritism and consistency in application of accountability-based mechanisms for
evaluations and reprimands when applicable. Some members speculated accountability is not
equal throughout the organization, especially throughout different ranks. It is felt, by these
participants, that the LT does not always have a comprehensive account of the circumstances
that threatens the accountability of BPS and moreover, that the ‘Old Boys Club’ contributes to the
overall accountability in the organization.
Participants spoke of a recent example which suggested racist comments were reported but, in
their view, not handled effectively. These members suggest that this response had a damaging
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effect on those involved. This group felt that regardless of the procedures that may be in place,
there is an unwillingness to bring forward concerns and that, “many issues are kept silent because
the person who should be bringing the concerns forward opts to stay silent due to fear.” Some
feel that supervisors are aware of concerning behaviour and have been overheard saying such
things as, “I don’t want to be a nark.”
Members feel supervisors need to come forward when they hear, observe or are aware of
incidents of concern. Members in this group tend to feel that middle management needs to pay
the necessary attention and ensure they are not part of a “broken process.”
Members assert that “we can only see accountability when there is a culture that allows us to
come forward.” This group feels that procedures are broken everyday within the Service and that
it appears as though supervisors “pick and choose” which incidents will move forward. There are
perceived gaps between BPS procedures and the actual process that occurs, suggesting a lack
of accountability. Participants also question the validity of procedures related to internal reporting
of harassment and discrimination and believe there are opportunities for these to be enhanced. It
was acknowledged there is an opportunity to construct a process that is not just a rigid guideline
for supervisors but meant to be valuable to the members.
Focus group participants raised concerns regarding accountability in the transparency and
decision-making for the promotional process. The practices and transparency of HR were also
questioned. Some members identified this perception could be attributed to a lack of consistent
communication and that by standardizing communications there is opportunity to clarify and
strengthen member understanding of the practices and processes in place.

Members perceive there is a lack of communication between the Leadership Team and
front-line officers.
The matter of communication was prevalent through many of the internal and external focus
groups. Members expressed there are efforts and mechanisms in place to establish two-way
communication between the LT and members.
Although participants recognized the LT is committed to promoting and upholding the principles
and values of equity, equality, and inclusion, some members noted a significant gap exists in
communication between leadership and the front-line.
Front-line officers believe that “communication from the Leadership Team to the lower ranks
would assist the entire organization in understanding our (BPS) goals.” Front-line officers report
they experience a lack of support, miscommunication and feel unappreciated. Morale is reported
to be low by front-line members. There is a perceived lack of overall respect for rank in some
areas of the organization. Members expressed their desire for, “a more diverse Leadership Team
that believe in our (BPS) values and principles, better communication on the expectations and
then holding people accountable to those.”
Sworn and Civilian members outside of front-line expressed no issues and voiced confidence in
all aspects of BPS.
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2. Organizational Culture - Recommendations
The following recommendations are based on the findings presented above:
2.1. Form a committee to review current Barrie Police Services Board Policies and the
Barrie Police Service Procedures, from an equitable lens, that:
2.1.1. Evaluate current procedure and policy review matrix for enhancements, as
identified by the Systemic Review.
2.1.2. Set key performance indicators and analytics for policy and procedure review.
2.1.3. Introduce a standardized policy and procedure review process guide.
2.1.4. Create a ‘one-stop-shop’ for understanding the policy and procedure workflow.
2.1.5. Review ease of access and navigation through policies and procedures.
2.1.6. Review each document for neutrality and Accessibility for Ontarians with
Disabilities Act (AODA) compliance.
2.1.7. Develop, implement, and evaluate an internal survey for Barrie Police Service
members to provide feedback regarding current policies and procedures.
2.2. Barrie Police Service Procedures, the Barrie Police Services Board Policies and/or
practices related to accessibility should be applied equitably across the organization
and evaluated through measurable tools such as internal surveys.
2.3. Host recruitment fairs with under-represented demographic groups. Be authentic in
these recruitment fairs about what the Barrie Police Service is doing to address diversity
and inclusion issues raised in this report.
2.4. Introduce a career matrix and guide for Barrie Police Service roles, career possibilities,
and requirements.
2.5. Improve performance assessments to recognize soft skills, (such as, but not limited to,
communication, negotiation, conflict resolution, problem solving and teamwork) as a
valuable tool in modern policing.
2.6. Offer development programs to employees, particularly women and racialized
individuals, and encourage them to consider development opportunities and positions
outside their current functional, technical, or professional area.
2.7. Acknowledge and increase awareness of diversity and inclusion related events
throughout the Service.
2.8. Review existing policies and procedures addressing sexist, racist, anti-immigration, and
homophobic remarks or jokes by Barrie Police Service members to ensure
accountability is upheld.
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2.9. Increase requirements for diversity, equity, inclusion, and cultural competence training
for all BPS members including Sworn and Civilian members.
2.10. Improve internal member reporting mechanism. Remove stigmas and include thirdparty reporting for the above mentioned.
2.11. Increase repercussions for lack of performance related to diversity, equity, and
inclusion. This includes increased repercussions for BPS members who have
complaints of inappropriate behaviour against them, and those who speak
disparagingly about the populations served by the BPS.
2.12. Develop a comprehensive internal and external communications plan to address
concerns identified throughout this report.
2.13. Conduct internal employee surveys including (but not limited to) questions around
engagement, morale, demographics, and identity differences. Demographic data will be
examined to identify potential differences in perceptions by diverse populations.
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Section 3: Organizational Disconnect – Topics & Findings
This section will compare the key findings across LT and BPS member perceptions regarding the
organizational culture of BPS. Organizational culture is generally determined and driven by the
LT. It is important to recognize and highlight any notable findings that may hinder the harmonious
environment that BPS is working to promote and those that may pose a risk to the overall Service.
Some of the differences observed between the perceptions of LT and BPS members were
specifically around the following subjects:
•
•
•

Fairness, consistency, and equal opportunity.
Barriers existing within BPS.
Accountability, fairness, and consistency.

Although it is difficult through qualitative data to ascertain how deeply ingrained the below
perceptions are amongst members; it is significant to convey these opinions as they are shared
by more than one group.

Some members do not share the positive perceptions of leaders with respect to fairness,
consistency, and equal opportunity.
During the collection of qualitative data, it was evident that leadership, for the most part, agree
that procedures are applied consistently and fairly and that hiring and promotion is fair and
consistent. When comparing the internal focus group findings from sessions with the LT and those
with members, the perceptions of fairness were not equally shared.
Some comments regarding leadership that were discovered during internal BPS LT focus groups
included:
•
•

•

“Our culture is one of inclusiveness and acceptance. Everyone is given equal
treatment for jobs, training promotions and recognition.”
“We are trying the steps that policing organizations try, and it is a genuine attempt
to ensure everyone is treated fairly and equally. However, there is an
unwillingness to explore and go outside the comfort zone and explore the value
of failure.”
“Formal mechanisms are in place to uphold professionalism. Whether that is a
public complaint process or via a procedure BPS takes it seriously.”

Although leadership does recognize that there are always areas that can be enhanced, generally
there is a feeling of inclusiveness and fairness across the service. Members involved in focus
groups frequently cited favouritism and inconsistency when speaking to this matter.
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Some comments from members regarding favouritism and inconsistency included:
•

•

“As mentioned, based on my gender I do not feel I have an equal opportunity to
succeed. Unless of course I was a favourite to upper management, which I am
not.”
“There is an internal perception of inequality in training, job assignments,
promotions, and recognitions due to inconsistency in hires and role assignment
and a perceived inconsistency in HR [Human Resources] practices and lack of
transparency.”

When speaking specifically to the promotional process there is a perception amongst some
members that “it is based on a checklist approach including: statistics driven (e.g. total arrests),
agenda driven (e.g. specific promotions are given to those who are wanted in specific positions),
which creates the “perception of token appointments, that individuals are placed in positions that
have little practical effect, perception of bias in hires [internal movement] based on favouritism.”
A checklist approach was similarly referenced regarding member wellness initiatives and checkins.
This suggests that there may be a gap between what is supposed to happen according to the
procedures and processes, and what is happening.

Members may have a stronger perception of barriers existing within BPS, than leaders.
Participants noted that to be successful at BPS there is a perception that this requires being wellconnected. A female member disclosed that she was asked: “what man are you going to latch
onto to get promoted?” This language is again, reinforcing the existence of the ‘Old Boys Club.’
Generally, LT does not believe there are any barriers, however there is a small percentage that
acknowledge there is. When speaking specifically to any barriers that may be present at the BPS,
those in leadership positions expressed they do not believe that there are currently any evident
barriers. However, there is a perception amongst some leadership members that, “BPS has a
dominant culture of dues and experience being overvalued while education is undervalued. This
is seen to be changing over the years.” Further, some leaders acknowledge, “BPS is White male
dominant/‘Old Boys Club.’”
Other views shared by the LT include:
•

•
•
•

“Nothing viewed in BPS culture that is divisive and/or down the road of
harassment. For example, no one’s career is held back because of gender.
However, there are some who may not value the contribution of each other and
that includes the contribution of opposite gender.”
“Nothing immediately comes to mind as being a barrier that would hold a member
back.”
“Barriers based on gender or race is not there/present at BPS.”
“Do not see any barriers for any groups.”
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Some members do not feel that accountability is applied equitably across the organization,
while leaders feel that they are holding everyone equally accountable.
As mentioned, some members feel there is inconsistency in the treatment of certain members,
and this tends to be a reoccurring theme when speaking to accountability as well. Some members
truly believe leadership “is working hard at being inclusive but has a lot of work to do.” This belief
has already been discussed earlier in this report. In comparison to the points already raised,
leadership tend to share the following viewpoints, as expressed through internal focus groups:
•
•
•
•
•

“Our goal is fairness and treating people fairly. We are dealing with the Police
Services Act.”
“If your employee makes a misstep, treat them justly, quickly and fairly.”
“Loosely aware of viewpoint that some members believe the Leadership Team
take heavy-handed approach.”
“We need to emphasize accountability.”
“Need clear messaging up and down the hierarchy for accountability and to be
clear on requirements.”

Improving communication regarding accountability and the results of any investigations that may
arise, may enhance members perception of accountability.
Illustrated in this section are areas where a broad range in perceptions were noted between the
LT and members. This may suggest that leaders are not fully aware of member views within the
Service, or that the feedback is not making it to the top ranks. Furthermore, these findings may
provide an opportunity for leaders to listen to members and get a better understanding of their
experiences at BPS.
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3. Organizational Disconnect – Recommendations
The following recommendations are based on the findings presented above:
3.1

Enhance and increase opportunities to gather feedback from different groups of
employees, including roundtable discussions with the Chief. After each opportunity
report back to Barrie Police Service members what was heard and what actions are
being taken to address the issues raised.

3.2

Encourage more scheduled meetings, communications, and input mechanisms between
Barrie Police Service members of different ranks.

3.3

Create scheduled reviews of existing member wellness and professional development
resources related to the specified topics.

Section 3: Organizational Disconnect – Topics & Findings

47

Section 4: Organizational Maturity – Topics & Findings
This section examines the organizational maturity of BPS to determine the organization’s ability
for efficient, continuous improvement, and evolution.
Findings through the IDI were evaluated to help determine the maturity and intercultural
competence of BPS members. Data has suggested:
•

Collectively, the BPS Developmental Orientation is Minimization, as determined by the
IDI.

•

BPS members and LT self-assess to have a Perceived Orientation of Acceptance.

•

The LT and BPS Board members demonstrate leadership and model behaviour that can
help the Service collectively progress further into a strengthened intercultural mindset.

Collectively, the Barrie Police Service’s Developmental Orientation is Minimization, as
determined by the Intercultural Development Inventory®.
The IDI offers an understanding on the current intercultural competence of an individual and
organization and ways to strengthen it. The IDI places participants along the Intercultural
Development Continuum® (IDC®), which is defined as:
“The IDC describes a set of knowledge/attitude/skill sets or orientations toward cultural difference
and commonality that are arrayed along a continuum from the more monocultural mindsets of
Denial and Polarization through the transitional orientation of Minimization to the intercultural or
global mindsets of Acceptance and Adaptation. The capability of deeply shifting cultural
perspective and bridging behaviour across cultural differences is most fully achieved when one
maintains an Adaptation perspective.”
Placement on the IDC is recognized as an individual or group’s Developmental Orientation. The
indicates the primary orientation towards cultural differences and commonalities, of an individual
or group. Similarly, the IDI generates a Perceived Orientation. The Perceived Orientation
demonstrates how an individual or group views themself when interacting with culturally diverse
individuals and groups. The difference between a Developmental Orientation and Perceived
Orientation is identified as an Orientation Gap.
Figure 19 captures the Developmental Orientation of the BPS membership as compared to the
LT and Board. It indicates the average of each group’s primary orientation to cultural differences
and commonalities. This is the view used when differences need to be bridged, as assessed by
the IDI.
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Figure 19: Developmental Orientation of BPS Members, Leadership Team and Board Members
Figure 19: Developmental Orientation
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Both data sets identify a Developmental Orientation of Minimization, which indicates members
view cultural commonality and universal values but mask deeper recognition of cultural
differences. While both groups are in Minimization, the LT and Board members are 5.32 points
(approximately 5.5%) further along the IDC. This is a continued indication that BPS has a strong
LT and Board which can help guide and lead its members to progress along the IDC. As members
advance further into Minimization, they will understand more cultural commonality, universal
values and gain stronger trust in other cultural values and behaviour.

BPS members and Leadership Team self-assess to have a Perceived Orientation of
Acceptance.
Figure 20 shows Perceived Orientation and reflects the average placement of how BPS members
collectively believe they place along the IDC. The Perceived Orientation indicates how members
view themselves when interacting with culturally diverse individuals and groups.

Figure 20: Perceived Orientation of BPS Members, Leadership Team and Board Members
Figure 20: Perceived Orientation
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Data shown in Figure 20 identifies BPS members, LT and Board all have a Perceived Orientation
of Acceptance. BPS members, LT and Board, rate themselves capable in understanding and
adapting to cultural differences by recognizing and appreciating patterns of cultural difference.
Although all groups averaged a Perceived Orientation of Acceptance, there is a marginal
difference of 2.63. The LT and Board are approximately 2.18% further along the IDC and
demonstrate leadership for members to progress along the IDC. When comparing the
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Developmental Orientation results of members (96.06) to that of the LT and Board members
(101.38) there is a slightly larger difference than what was witnessed in the Perceived Orientation.

The Leadership Team and BPS Board members demonstrate leadership and model
behaviour that can help the Service collectively progress further into a strengthened
intercultural mindset.
The difference between Perceived Orientation and Developmental Orientation is known as the
Orientation Gap. Overestimation is common, though the larger the gap the greater possibility a
group may misread its efficiency in bridging across cultural differences. Figure 21 shows the
Orientation Gap with the largest difference (24.54) is represented by the BPS members.
Comparatively, the LT and Board members have an approximately 10.96% smaller Orientation
Gap (21.85), which indicates they possess a stronger understanding of their efficiency to bridge
cultural differences and can help demonstrate this to support members throughout BPS.

Figure 21: Orientation Gap of BPS Members, Leadership Team and Board Members
Figure 21: Orientation Gap (OG)
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These findings signify the LT and Board members are demonstrating progress along the IDC.
BPS members can look to the LT for their own progress along the IDC. LT and Board members
have a smaller Orientation Gap, and data suggests they maintain a consistent perspective in
comparison to the majority of BPS members.
Additionally, the placement along the IDC, may be indicative that the Service and members are
unaware of their own cultural biases. They may even feel as though they are contributing to a
workplace that is inclusive, though additional improvement is required. To continue growth and
progress into a stronger intercultural understanding, BPS must continue to maintain and explore
awareness and diversity training opportunities.

There is a need for training for all BPS members about the existence of systemic issues,
and the experiences of minority group and vulnerable members.
The Systemic Review Committee analyzed the 43 presentations created by the BPS Training
Unit. Recognizing the influence this Unit has on all front-line members, it was considered an
essential task in determining the existence of any systemic issues amongst the material being
presented. Some findings were noted and discussed with the current supervisor of the Unit. These
findings included the need to focus on the use of more inclusive language in all presentations.
Reviewers also discussed the biases that could be perceived when viewing some of the chosen
images that accompanied teachings.
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BPS has been making strides in its efforts to educate members on the systemic issues and
experiences with vulnerable groups by including third-party organizations, for internal
presentations. BPS must continue with its efforts to provide more inclusive, community-based
training. Furthermore, BPS must examine its current presentations to ensure the communication
is free of bias and/or oppressive views and the speech and writing used throughout presentations
is inclusive.

BPS does not collect adequate race-based data for a comprehensive review of any
possible biases in the complaint process.
Reviewers considered methods of measuring external factors and performance related to
diversity, equity and inclusion and noted that BPS is not conducting appropriate measures that
provide adequate types of data by which to evaluate performances.
Reviewers drew upon two sperate sources of qualitative data regarding complaints against police,
Chief’s complaints as well as public complaints. The data was reviewed over a five-year period
(during this time 407 complaints were received by BPS). Of the 407 complaints, an audit sample
size of 39 complaints were reviewed. This sampling was determined using the ‘Auditing in Policing
Manual Statistical Sample Size Table.’
The limited data indicated that BPS did substantiate 8 of the 12 complaints initiated by those
identifying as other, non-White or Black. For those complainants identifying as White, BPS
substantiated 6 of the 27 complaints. This data is based on perceived race and therefore is not
an accurate representation of findings. It is suggested that, moving forward, BPS consider
collecting the demographic information from those who lodge complaints against the Service to
track any systemic issues that may be present relating to specific demographic groups, and to
track resolution of issues and/or improved performance over time.
A similar evolution occurred in Ontario during 2020 regarding use of force data. It is now
provincially mandated officers document and identify the perceived race of an individual on whom
they have utilized force. This will help create a baseline for research, discussion, and future
decisions.
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4. Organizational Maturity - Recommendations
The following recommendations are based on the findings presented above:
4.1. Increase diversity training for new recruits.
4.2. Implement mandatory diversity training for all Sworn and Civilian Barrie Police Service
members.
4.3. Commit to educating all members of Barrie Police Service about the existence of
systemic issues and the experiences of minority groups and vulnerable members.
4.4. Expand educational opportunities for all officers to have a strengthened understanding
of the diverse populations within our community.
4.5. The Barrie Police Service should explore avenues to gather race-based statistics to
have measurable benchmarks for organizational maturity and to ensure systemic
racism is not a factor in actions, behaviours and/or decisions.
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Section 5: Organizational Reputation – Topics & Findings
Strong relationships between the police and the community they serve are critical to effective
policing. Police legitimacy is only observed when the community trust and believe in their police
officers. Recently, there has been a push towards improving procedural justice and police
legitimacy. These concepts promote relationship building by acknowledging diversity,
demonstrating neutrality, and being respectful and trustworthy.
To analyze the key issues contributing to organizational reputation the Service must understand
the projected reputations of BPS (how does BPS want to be perceived), the perceived reputation
(how is BPS perceived) and if there is there a gap, what does BPS do to close it?
The BPS publishes the Vision, Mission and Values each year in the Annual Report as well as
every three years in the Strategic Plan.
In this section we seek to understand the perception of the BPS Vision, Mission and Values both
internally and externally. To analyze this data, Reviewers conducted the following:
•
•
•

2020 Community Safety Survey.
External focus groups.
Media scan.

Projected reputation.
This section reviews the outreach and initiatives that are currently underway at BPS and speaks
to the organization’s intent to engage with diverse communities.

BPS demonstrates support for diversity and inclusion through outward facing
programming and initiatives.
Recently, BPS has committed to acknowledging all cultural holidays on the organization’s website
and internal channels of communication.
BPS is involved in several outreach services that have a positive impact on the public image
including, but not limited to:
•
•
•
•
•
•
•
•
•
•

Chief’s Gala Ball for the Child Advocacy Centre of Simcoe Muskoka.
Christmas Toy Drive.
Dragon Boat Festival.
Dress for Success Campaign.
Heart and Stroke Foundation Big Bike.
Internal fundraisers for the Barrie Food Bank.
Shak’s World.
Special Olympics.
The Cancer Society Terry Fox Run.
Walk a Mile in Her Shoes for the Women and Children’s Shelter of Barrie.
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•

Youth Haven Coldest Night of the Year Walk.

BPS recently developed an Equity, Diversity, and Inclusion (EDI) Committee, with a mandate to
enhance inclusivity and diversity by engaging BPS members and strengthening partnerships with
the community. The EDI Committee encourages conversation and the introduction of initiatives
to model the principles of professionalism, respect, integrity, diversity, and excellence to ensure
a safe and secure community.
Some of the 2020 and ongoing initiatives include:
•
•
•
•
•

Active participation in community events.
Exploring two-way communication and engagement with community partners, the public
and members.
Expanding cross-cultural awareness and professional development opportunities and
resources.
Participation in the Oath of Inclusivity for Barrie PRIDE, on behalf of the Barrie Police
Service.
Strengthening and expanding collaborative partnerships including, but not limited to:
•
•
•
•
•

Barrie PRIDE.
Ethnic Mosaic Alliance.
Georgian College International Students Association.
Local Immigration Partnership Council.
Ontario Association of Chiefs of Police EDI committee.

BPS is also diversifying recruitment through initiatives such as:
•
•
•

Hosting recruitment sessions at Georgian College.
Hiring Special Constables with the intention of mentorship towards becoming Police
Constables.
Exploring and implementing methods to diversify the BPS Auxiliary Program.

It is difficult to quantify the success of BPS’ actions taken to enhance diversity within its Constable
recruitment practices, as the current provincial recruitment process does not identify ethnicity until
the end stages of the process. BPS does not have any viable race-based data pertaining to
applicants, and the Systemic Review Committee was only able to consider perceived race based
on an applicant’s surname and given name.
Keeping this in consideration, in 2018 BPS received 160 applications for the position of Constable,
of which 14% were perceived as female, 86% as male. Of these, 25 applicants received an offer
of employment with BPS. Of those 25 offers, 24% were female applicants and 76% were males.
In 2019, BPS received 128 applications. 6% were perceived as female and 94% were perceived
as male applicants. Five applicants received offers of employment and of those five, 100% were
perceived as male.
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BPS communicates its diversity and inclusion initiatives on its website and on social
media.
The BPS is working to expand familiarity with different cultural celebrations that may be unknown
to members, and the community. For example, many cultural celebrations involve setting off
fireworks, which may take place at a time other than Canada Day or Victoria Day. Examples of
these holy days and holidays include Chinese New Year and Diwali; at which time fireworks are
permitted. By making our local community more aware, we can decrease calls for noise
complaints, and increase understandings of different cultures. Information on cultural celebrations
can be shared on the internal BPS communication channels as well as on the BPS website and
social media for members of the public.
Recently the BPS Corporate Communications Unit has also made a shift in the way public images
of individuals suspected of committing a crime are presented. In the past, images of suspects in
minor retail thefts were presented individually. These images were accompanied by text noting
the perceived description of the suspect, and occurrences were posted almost daily, sometimes
multiple times a day. In an effort to ensure proportional public and media focus on crimes, posts
asking for the public’s assistance in identifying suspects were consolidated on the “BPS Tip
Tuesday” social media post for minor occurrences where there are no injuries, no threats of
violence, or the value of the theft is low. The post is shared with a link to the BPS website where
the public can access additional details regarding the occurrences and potentially assist in
identifying suspects.
Major, violent, or high-harm occurrences are still posted individually, but suspect descriptions do
not include perceived race.

Perceived BPS organizational reputation.
BPS regularly conducts a media scan to determine how actions are perceived outside of the
organization and findings through the Systemic Review identified:
•
•

Most media stories represent the BPS positively or with neutrality.
Stories related to public safety and security received the most coverage.

Most media stories represent the Barrie Police Service positively or with neutrality.
The Systemic Review Committee examined media stories which mentioned BPS over the period
of January 1, 2020, to October 1, 2020, and found 1% negative, 75% neutral, 24% positive
coverage.
Negative stories include any coverage of charges against members, or situations involving
members which garner significant negative public attention.
Neutral stories include coverage of ongoing investigations or suspect searches, announcement
of enforcement campaigns or coverage of non-criminal incidents such as motor vehicle collisions.
Coverage is classified as positive if it addresses significant arrests or charges, new or expanded
programming or initiatives, or results of enforcement initiatives.
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Stories related to public safety and security received the most coverage.
When reviewing an informal media tracking database of articles about, or mentioning the BPS in
2019, most of the coverage focused on matters related to the BPS 2017-2019 Strategic Priority
Goals:
1.
2.
3.
4.
5.

Ensure Public Safety & Security.
Enhance Community Mobilization & Engagement.
Develop & Engage Our People.
Promote Organizational Sustainability.
Deliver Quality Service.

Ensuring Public Safety & Security was demonstrated through the volume of articles related to
unsolved crimes, arrests, traffic issues, safety tips etc. Similarly, Enhancing Community
Mobilization & Engagement received several mentions for things such as: the Mitten Tree,
Citizens Police Academy, and high-visibility shirts for the Community Response Unit (CRU).
Developing & Engage our People received minimal coverage, mainly the Annual Service Awards.
Promoting Organizational Sustainability received coverage for grant funding and hybrid vehicles.
The Special Investigations Unit (SIU) received coverage related to different occurrences.
Delivering Quality Service received coverage for initiatives like the Key Holder Registry and
enhanced online record checks.

Figure 24: 2019 Media coverage aligned with the BPS 2017-2019 Strategic Priority Goals

Percentage of Media Coverage
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Townhall consultation and public survey.
As part of the review process, numerous members of the community were canvassed and took
part in focus groups conducted by an outside third-party agency. All community consultations
were held virtually due to COVID-19 restrictions. In total, 24 participants were involved.
Fifteen of the 24 participants were members of the public who volunteered to participate through
the online 2020 Community Safety Survey. Four participants were student trustees with one of
the school boards in Barrie. Five participants were individuals representing community partners
working with the BPS in Barrie.
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The 15 participants from the public were asked demographic questions to determine if any social
determinants would influence their opinions. Gender was evenly distributed throughout the group
with seven individuals identifying as female and eight as male. Participants were distributed
somewhat evenly in age (10-year increments). Although 13 out of 15 participants racially identified
as White, and were not part of any minority group, the majority of individuals spoke of experiences
they have witnessed where individuals from minority groups interacted with BPS officers.
Of the 24 total participants, nine did not provide demographic information. Of these nine, four
participants identified as being part of the vulnerable population. The remaining five participants
acknowledged themselves as representing vulnerable populations through their occupational
environment, although they themselves did not identify as members of these populations.

Figure 25: Demographics of participants

BPS also considered data from the 2020 Community Safety Survey, which was publicly
accessible through the BPS website for the period of October 26, 2020, to December 11, 2020,
and obtained 1,667 responses.
When first asked to describe the BPS, the following words were most offered, as shown in Figure
26.

Figure 26: Words used to describe BPS
Constructive
(17 words)
Functional (3x) Doing the
Timely
Helpful (3x)
best
Trying
Accommodating Professional
Actively
Protective
Very
Involved
Support
good for
Cooperative
Supporters
timing.

Neutral
(9 words)
Power (3x) Authority
Average
Growing
Change
Changing
Hierarchical
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Participants used 34 words through the first series of questions describing the BPS. Seventeen
words were constructive, with “functional” and “helpful” repeated by six different participants. Eight
words were used to describe BPS as “disapproving” or “need for improvement”, with “intimidating”
being used by three different participants. Other words used to describe the Service were neutral,
such as “power” which was used by three different participants.
A few participants also mentioned the organizational structure as built on a “White mainstreamcentric” structure. However, as it relates to the organizational structure, participants that used
these words to describe the Service explained that not only is about hiring practices, but training
from police foundations that need to be in place to address the perception of ‘White privilege’
dynamics.
An example from the external focus groups is provided below:
• “I think that there is a historical culture of White privileged males who have in the
past dictated how police services look a and respond to needs in the community.
But again, I believe that they are on a precipice for that. There is a possibility for
that to change. I still believe that there is an organizational culture that is not
respectful of women police officers. Or that the diversity that is lacking and
needed in police services.”

Public and BPS members demonstrate varying perceptions of fairness, effectiveness,
integrity, respect, honesty, and trust.
External focus groups with the public and community partners identified that they hold a
perception of BPS as: intimidating, power, and authoritative. When explored further, participants
indicated their view is based on historic events, or what they believe the local police represent. A
few described the organization as dated and explained that they felt the police service was built
on a military, hierarchical structure; as the population of the city of Barrie grew, the police service
grew as well, but the participants indicated they thought it was not in the right direction.
The 2020 Community Safety Survey offered additional quantitative data that granted insight into
the public’s perception of BPS fairness, effectiveness, integrity, respect, honesty, and trust.
Participants were asked their agreement with each of the statements as shown in Figure 27.
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Figure 27: Do you agree with the following statements:
Answer
Survey Questions
I believe BPS treats everyone fairly.
I feel comfortable and confident
approaching a BPS Officer.
I trust BPS will be objective in their
investigations.
I am satisfied with service provided by
BPS.
I feel BPS provides a visible police
presence in the city.
I trust BPS will make decisions that
are good for everyone in the city.
I have confidence that BPS can do its
job well.
I support BPS.
Overall, BPS officers are honest.
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17.52%
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Disagree
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12.58%
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6.88%

17.72%
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22.75%

10.65%

6.48%

34.40%
20.25%

44.19%
38.66%

14.24%
28.98%

3.59%
7.17%

3.58%
4.94%

Figure 27 suggests there is strong support from the community towards BPS, with 78.59% of
respondents indicating they support BPS (Strongly Agree: 34.40%, Agree: 44.19%). Data also
shows respondents feel BPS is approachable and provides a visible police presence in the city.
Respondents additionally indicated they have confidence in BPS. Survey participants also trust
BPS will make decisions that are good for everyone in the community (Strongly Agree: 14.54%,
Agree: 39.44%).
These statements are further supported when respondents were asked how well BPS is doing in
treating people fairly, being available when needed, addressing crime, being visible on the streets
and dealing with problems that concern their neighborhood as shown in Figure 28.
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Figure 28: How well does BPS do on the following:
In the City of Barrie how well do you feel BPS is doing in:
(as per 2020 Community Safety Survey)
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Question

As shown in Figure 29, data also indicates strong public support and positive opinion of BPS when
survey participants were asked, “Do you agree BPS models its value principles including
Professionalism, Respect, Integrity, Diversity, Excellence?”

Figure 29: Do you agree that BPS models its value principles including:
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Based on the 2020 Community Safety Survey the data suggests there is a larger volume of public
agreement that BPS demonstrates fairness, effectiveness, integrity, respect, honesty, and trust.
Similarly, Sworn and Civilian members in a management and/or influencer position, who attended
the 2021 BPS Strategic Planning Meeting, were surveyed with some of the same questions from
the 2020 Community Safety Survey.
The questions that were repeated include:
•
•

In the city of Barrie how well do you feel the Barrie Police Service is doing in the following.
Do you agree BPS models its value principles including Professionalism, Respect,
Integrity, Diversity and Excellence?

The internal survey identified BPS management and influencer perception aligns with that of the
public, as shown in Figure 30 and Figure 31.
Figure 30: In the city of Barrie, how well do you feel the Barrie Police Service is doing in the
following:
In the City of Barrie how well do you feel BPS is doing in:
(as per 2021 Strategic Planning Session Survey)
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Figure 31: Do you agree BPS models its value principles including:

Do you agree BPS models its value principles including:
(as per 2021 BPS Strategic Planning Session Survey)
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Perceptions of professionalism varied among external focus group participants.
External focus group participants were asked about their experiences and views of BPS
professionalism. Many spoke about personal experiences with BPS when explaining their
perceptions. Most of these personal experiences were focused on interactions with BPS officers
and ended with positive results. Participants described officers as friendly, professional, and
authoritative.
Negative experiences were also referenced to describe the perceived professionalism of BPS
officers. Many participants mentioned there are inconsistencies in the level of professionalism
among officers. Sometimes they would get a very professional, respectful officer and at other
times they might get a disrespectful officer who would behave in an unprofessional manner.
Participants speculated that a common theme which attributed to this inconsistency in
professionalism was based on who the police was dealing with at a given moment.
Examples of statements external focus group participants provided included:
• “From a parental level, we had to use the police service for collision reporting.
Again, it is, not exemplary. I don’t feel like it has to be customer service driven.
But you know certainly they are effective in that they are policing. But I didn’t feel
that it was particularly approachable if you had a question for them that was
outside the scope of what was happening right then and there.”
• “The other officer will get aggressive, constantly, escalating the situation. And
then, which provides a negative for the entire, it just aggravates the whole
situation of what’s going on at that time.”
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Additionally, participants mentioned that if the person calling for help was a representative from a
BPS community partner, then often an existing relationship built with the officer would aid in
dealing with the case in a professional and kind manner. Community partners spoke highly of the
Service from the perspective of being supported when they call for support or protection of
themselves or their staff. However, it was also mentioned that while they were certain about the
officer’s and detective’s support for them, they were unsure that the same level of support and
treatment would be available or exercised if it was one of their clients calling for the same help.
Examples of statements external focus group participants provided included:
•

•

“They were really open to assisting but understanding that you know I was
requesting their assistance solely from my own safety standpoint. And the client’s
safety. And the response was immediate and very supportive to ensure the safety
of both without the expectation that the victim would be speaking to the police.”
“When I have interactions that are with the police, at like the police station and I
am engaged as an advocate specifically there to give information I find that they
are quite professional. Whether they are professional like after we leave is one
thing. But while we are there, there is often a defense to us like the groups that I
am there with [situation table].”

BPS also considered additional data from the 2020 Community Safety Survey, which questioned
if BPS members and the Service as a whole model BPS value principles, as shown in Figure 32.

Figure 32: Do you agree the Barrie Police Service models its value principles, including:
Do you agree BPS models its value principles including:
(as per 2020 Community Safety Survey)
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While there is a range in responses, as shown in Figure 32, the majority of survey participants
(70%) agree and/or strongly agree that BPS models professionalism. The 2020 Community
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Safety Survey also inquired how satisfied the public is with service provided by BPS, as shown in
Figure 33.

Figure 33: How much do you agree with the following statements?
How much do you agree with the following statements?
(as per 2020 Community Safety Survey)
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Once more, a range in responses is evident. However, many survey participants (56%) either
agree or strongly agree that the service provided by BPS is satisfactory. The 2020 Community
Safety Survey continues to establish measurable benchmarks for the Service to continually reflect
and improve upon.

Accountability and transparency.
Participants voiced their opinion about accountability and transparency in BPS. Although most
participants said they thought BPS does not hold its members accountable and is not transparent
with the public, a few participants acknowledged that they have seen BPS trying. Participants
further speculated that it must be difficult for BPS to achieve this due to the fact it has an
Association, that protects both good and bad officers, and it must be difficult to work with those
dynamics.
•

“I would like to believe that officers do this job because they want to assist the
community. And part of doing that includes a tough job and having to do some
(…) actions at times. But I do think that it is really disheartening to the police force
members that are doing the job for all the right reasons when they see fellow
officers not being held accountable to standards that is doing the right thing.”

Participants want to believe in their police service and stressed that accountability must be
genuine. It is not something that can be forced or viewed as a checkmark in a box. They thought
that it would be hard to make changes at BPS, but with the current leadership, they acknowledged
that the Service is moving towards the right direction on this matter.
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5. Organizational Reputation - Recommendations
The following recommendations are based on the findings presented above:
5.1. Foster new collaborative partnerships with the community and continue to strengthen
existing ones.
5.2. Develop and implement a centralized online resource centre for BPS members that
would include formalized training with the assistance of Community agencies. This
would offer BPS members reference to training videos, print material and potential
partners. Training and resources may include:
5.2.1. Mandatory awareness/competency training regarding different groups
represented in the population, for example:
5.2.1.1.

Racialized people.

5.2.1.2.

Cultural and Religious groups.

5.2.1.3.

Two-Sprit, Lesbian, Gay, Bisexual, Trans, Transgender,
Queer/Questioning (2SLGBTQ+) identified individuals.

5.2.1.4.

Indigenous peoples.

5.3. Allocate increased funding, people, and resources to community policing and consider
the addition of a Diversity and Inclusion position.
5.4. Make a concerted effort to increase the importance and respect of community policing
and diversity relations within the Service.
5.5. Enhance community policing as a criteria for promotion.
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Conclusion
The Barrie Police Service (BPS) has a strong framework in place to continue to build an inclusive
workplace that is governed by fair and equitable practices. For continued growth and progress, it
is imperative that BPS commits to developing a culture free of bias and discrimination. The Service
should continue to explore, understand, and be informed of implicit biases. Recognizing and
communicating the importance of acknowledging and managing biases will be vital for the BPS to
continue to evolve. The recommendations presented in this report offer guidance to develop
strategic programs for members and help strengthen the Service as a whole, to ensure a safe and
secure community.
Expanding member knowledge on the future of the city of Barrie and population demographics will
further strengthen the trust, accountability, and two-way communication between the Service and
the local community. Examples of specific initiatives that can help this growth, include but are not
limited to:
•
•
•

Acknowledging holy days and holidays
Expanding recruitment initiatives to engage with diverse and multi-lingual applicants.
Hold community focus groups regularly to discuss current issues and topics.

These types of approaches will help foster diverse thinking, translating to a Service that is
innovative and which excels in customer service. A diverse Leadership Team (LT) will foster
stronger member engagement and allow for improved problem-solving capabilities.
BPS members must be agents of change within the organization and can not solely rely on the
existence of procedures to accomplish this. Members must examine the possibility that equality
may exist; however, equity may be absent. BPS members should determine what is important to
the Service and what equity should look like. Once equity goals are defined, members should be
held accountable for their role in sustaining an equitable police service.
Equity encapsulates diversity, inclusion and equality and once achieved, BPS will experience a
unique sense of community that will expand to the neighbourhoods served.

Accomplishments
Throughout the review, BPS implemented some immediate changes due to the preliminary
findings of this Systemic Review. Understandably, most recommendations require meaningful
change that will require extended time and a project map to accomplish. However, some positive
modifications have already occurred including:
•
•

Updated wording in current procedures to include inclusive language.
Met with Training Unit to update presentations to include inclusive language and remove
biased language and images.

•
•

Conducted multiple one-on-one Intercultural Development Inventory® (IDI®) debriefs.
Reviewed relevant procedures to consider more appropriate reporting structures for
harassment and/or discrimination. Procedures were referred to an outside consultant for
additional input.
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•
•
•

Implemented diversity training for BPS LT and members.
Increased positive social media presence.
Provided attendees at the annual strategic planning meeting with a presentation from the
City of Barrie, regarding the proposed growth plan for the city.

Recommendations / Next Steps
This report is a comprehensive overview of the findings discovered by the Systemic Review
Committee. The task of gathering, reviewing, interpreting, and synthesizing all the data collected
was a significant undertaking for all members of the Review Committee.
The Committee identified that members frequently stated they were appreciative that this
evaluation was underway. However, it was also identified that members sought assurance that
action will be taken under the guidance of Chief Greenwood.
It is suggested that an implementation plan be drafted to assign actions to appropriate LT members
within their respective areas of the Service. A reporting structure on the implementation and the
status of the recommendations is necessary and should take priority upon acknowledgement of
this report. This commitment to change and address long standing systemic beliefs embedded
within current practices demonstrates to our members and the community that BPS is continuing
to evolve while acknowledging change is necessary.
A full summary of the recommendations provided throughout this Report are provided in Appendix
G: Recommendation from the Barrie Police Service Systemic Review of Organizational Culture
and Systems.
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Appendices
Appendix A: Definitions
Ageism1
Prejudice or discrimination against a particular age-group and especially the elderly.
Bias2
A preconceived opinion (prejudice) that can be either consciously or unconsciously present and
creates a comparison either in favour or against a person, group, or thing.
Barrie Police Services Board3
As outlined in Section 31 (1) of the Ontario Police Services Act, BPS is governed by a Police
Services Board that is comprised of members of City Council and the public, as appointed by the
Province of Ontario. The Board provides oversight of the Service, to ensure the city of Barrie is
provided with adequate and effective policing.
In accordance with the Ontario Police Services Act the Barrie Police Services Board is
comprised of five members:
The Head of the municipal council, or if the Head chooses not to be a member of the Board,
another member of the Council appointed by resolution of the Council. One person appointed by
resolution of Council who is neither a member of the Council nor an employee of the
Municipality. Two persons appointed by the Lieutenant Governor in Council.
Civilian Member4
The Barrie Police Service (BPS) employs civilian members in a variety of professional,
supervisory, technical, administrative, and clerical civilian positions. Examples of positions which
represent the type of civilian opportunities BPS may offer include Communication Operators,
Communicator (Call Taker), Data Entry, Information Technology, Identification Services, Fleet
Licensed Technician, Court Services, and Administrative positions.
Classism5
A belief that a person's social or economic station in society determines their value in that
society.
Culture6
Culture is the way a group of people do things together. It refers to the shared language, values,
traditions, norms, customs, arts, history, or institutions of a group of people. A group of people
refers simply to more than one person. Any two people together have a culture.
Culture, in this context, refers not only to issues of ethno-racial and linguistic backgrounds but
also, to the range of other communities and cultures in which individuals may function either
voluntarily or involuntarily. (Central East (Whitby) Mental Health Task Force.)
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Culture offers people (and groups and organizations) a design for life or “a system of informal
rules about how people should behave most of the time.” (Cross et al)
Culture provides a “mind map” or a way of interpreting and shaping situations and environments.
Cultural Competence/Cultural Competency7
While making efforts to ensure wide systemic Cultural Competence it is essential to be aware
and mindful of the implications for individual approaches towards working with diversity.
Individually, Cultural Competence can be understood as a dynamic process of framing
assumptions, knowledge and meanings from another individual's background and experience
which is different from our own. Cultural Competence looks beyond “culture as ethnicity” to
explore the complexities of individual cultural identities.
Cultural Competence builds on cultural sensitivity, the concept that knowing as much as possible
about specific cultures enhances one’s ability to effectively work across differences.
Exploring the knowledge, values and skills that are key in responding effectively to bridge
differences regardless of knowledge of specific cultures is critical because:
•

Culture is complex, dynamic, not static and therefore not always a reliable
definer/indicator of peoples‟ beliefs and needs

•

Each individual is an intersection/combination of multiple cultural identities so knowing
one aspect only gives us part of their story

•

It is not possible to know everything about every culture and individual even when we
have done research and have experiences

•

The most reliable approach is not to make assumptions but to solicit from individuals the
meaning and impact of culture on their beliefs and needs

•

While culture is more than just about race, ethnicity, gender, class, religion, dis/ability, or
sexual orientation, a strong anti-oppression analysis is required to acknowledge and
address the pervasive differential impact of systemic barriers and treatment in society

Applied systemically, Cultural Competence is a set of congruent behaviours, attitudes, and
policies that come together in a system, agency, or among professionals to work effectively with
diversity.
Cultural Competence acknowledges and incorporates, at all levels, the importance of the
following principles:
•

Creating a climate where discrimination and oppressive attitudes and behaviours are not
tolerated

•

Demonstrating personal responsibility and accountability

•

Fostering human resources that are reflective of and responsive to a diversity of
communities
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•

Increasing inclusiveness, accessibility, and equity

•

Practicing self-awareness and self-reflection

•

Promoting human rights and the elimination of systemic biases and barriers

•

Valuing cultural differences

Diversity8
Diversity is a broad term that refers to the variety of differences among people. Often used within
the context of culture, education, organizations, or workplaces, it is used to refer to differences
among individuals and groups.
Diversity is commonly understood in terms of dimensions that include, but are not limited to:
race, age, place of origin, religion, ancestry, skin colour, citizenship, sex, sexual orientation,
ethnic origin, dis/ability, marital, parental or family status, same-sex partnership status, gender
identity, creed, educational background, literacy level, geographic location, income level, cultural
tradition and work experience.
Equality9
The quality or state of being equal.
Equity10
Fairness: making sure everyone has what they need to succeed and removing barriers that
disadvantage some groups over others. This is different than treating people equally, which is
behind the concept of equality.
Organizational Culture11
The types of attitudes and agreed ways of working shared by the employees of a company or
organization.
Inclusive12
Inclusive processes, policies, services, programs, and practices are accessible to and useable
by as many people as possible, regardless of race, ethnic origin, gender, age, disability,
language, etc. An inclusive environment is open, safe, equitable and respectful. Everyone can
enjoy a sense of trust, belonging and involvement, and everyone is encouraged to contribute and
participate fully.
Intercultural Development Continuum® (IDC®)13
The IDC identifies a set of knowledge, attitude, skill sets and/or orientations toward cultural
difference and commonality, and spans a range of monocultural, transitional and
global/intercultural mindsets, as displayed in Appendix C: Intercultural Development Continuum.
“The Intercultural Development Continuum (IDC™) describes a set of knowledge/attitude/skill
sets or orientations toward cultural difference and commonality that are arrayed along a
continuum from the more monocultural mindsets of Denial and Polarization through the
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transitional orientation of Minimization to the intercultural or global mindsets of Acceptance and
Adaptation. The capability of deeply shifting cultural perspective and bridging behaviour across
cultural differences is most fully achieved when one maintains an Adaptation perspective.”
Intercultural Development Inventory® (IDI®)14
The Intercultural Development Inventory (IDI) is a theory-based approach which measures
intercultural sensitivity along the Intercultural Development Continuum™ (IDC™).

Leadership Team
Provides strategic and operational leadership to ensure alignment and achievement of the
Vision, Mission and Values, of BPS. Members include the Chief, Deputy Chiefs, Inspectors and
Civilian Managers.
Marginalization15
A long-term, structural process of systemic discrimination that creates a class of disadvantaged
minorities. Marginalized groups become permanently confined to the fringes of society. Their
status is perpetuated through various dimensions of exclusion, particularly in the labour market,
from full and meaningful participation in society.
Oppression16
Something that oppresses especially in being an unjust or excessive exercise of power.
Organizational Culture17
The types of attitudes and agreed ways of working shared by the employees of a company or
organization.
Paramilitary18
Of, relating to, being, or characteristic of a force formed on a military pattern especially as a
potential auxiliary military force
Race19
Race is a term used to classify people into groups based principally on physical traits
(phenotypes) such as skin colour. Racial categories are not based on science or biology but on
differences that society has created (i.e. “socially constructed”), with significant consequences for
people’s lives. Racial categories may vary over time and place and can overlap with ethnic,
cultural, or religious groupings.
Racial bias20
Racial bias is a predisposition, prejudice or generalization about a group or persons based
principally on race (see definition of race).
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Racialized (person or group)21
Racialized persons and/or groups can have racial meanings attributed to them in ways that
negatively impact their social, political, and economic life. This includes but is not necessarily
limited to people classified as “visible minorities” under the Canadian census and may include
people impacted by antisemitism and Islamophobia.
Racism22
Racism includes ideas or practices that establish, maintain, or perpetuate the racial superiority or
dominance of one group over another.
Routine Order23
Orders relating to policing matters other than operational directives.

Soft Skills24
People's abilities to communicate with each other and work well together
Sworn Member25
A Chief of Police or any other police officer, including a person who is appointed as a police officer
under the Interprovincial Policing Act, 2009, but does not include a special constable, a First
Nations Constable, a municipal law enforcement officer or an auxiliary member of a police force;
(“agent de police”), as per the Ontario Police Services Act.
Systemic Racism26
Systemic racism consists of organizational culture, policies, directives, practices, or procedures
that exclude, displace or marginalize some racialized groups or create unfair barriers for them to
access valuable benefits and opportunities. This is often the result of institutional biases in
organizational culture, policies, directives, practices, and procedures that may appear neutral but
have the effect of privileging some groups and disadvantaging others.
Tenure27
the act, right, manner, or term of holding something (such as a landed property, a position, or an
office).
2SLGBTQ+28
Two-spirit, Lesbian, Gay, Bisexual, Transgender, Queer or Questioning, and other sexual
orientations and gender identities not represented in the acronym.
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Appendix G: Recommendations from the Barrie Police Service Systemic Review
of Organizational Culture and Systems
1. Organizational Leadership Recommendations
1.1. Examine systems, practices, requirements, and culture within the Barrie Police Service
to determine and reduce barriers for inclusion of all gender identities, with specific
attention to non-binary and/or trans-gender in leadership roles.
1.2. Examine systems, practices, requirements, and culture within the Barrie Police Service to
reduce barriers for inclusion of members of a minority population in leadership roles.
1.3. Develop Community Advisory Group(s) to include demographic groups aligned by
religion, ethnicity, gender, and racialized youth.
1.3.1. Engage Community Advisory Group(s) as a source of input to Leadership Team,
regarding decisions, projects and/or initiatives.
1.3.2. Engage Community Advisory Group(s) to ensure frequent communications
between the Group(s) and Leadership Team, as well as the public about how
Community Advisory Group(s) feedback is being incorporated into BPS’s decision
making and community engagement initiatives
1.4. Establish an accepted measure of cultural competence (such as the Intercultural
Development Inventory®) as a requirement for hiring and promotion, especially in
promotion to senior ranks. This should be a primary requirement for leadership.
1.5. Create a working group involving members of the Leadership Team and other members
throughout different ranks and divisions within the organization.
1.5.1. The working group would identify the culture the Barrie Police Service wants to
create in the future. It will also explore what aspects of the organizational culture
need to change and/or can reasonably be changed and use a rigorous change
management approach to embark on an organizational culture change initiative.
1.6. Members involved in administering a selection or promotional panel for the process of
advancement, should be educated in understanding differences and the impact their
bias(es) may have on selection, development, and/or advancement decisions.

2. Organizational Culture Recommendations
2.1. Form a committee to review current Barrie Police Services Board Policies and the Barrie
Police Service Procedures, from an equitable lens, that:
2.1.1. Evaluate current procedure and policy review matrix for enhancements, as
identified by the Systemic Review.
2.1.2. Set key performance indicators and analytics for policy and procedure review.
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2.1.3. Introduce a standardized policy and procedure review process guide.
2.1.4. Create a ‘one-stop-shop’ for understanding the policy and procedure workflow.
2.1.5. Review ease of access and navigation through policies and procedures.
2.1.6. Review each document for neutrality and Accessibility for Ontarians with
Disabilities Act (AODA) compliance.
2.1.7. Develop, implement, and evaluate an internal survey for Barrie Police Service
members to provide feedback regarding current policies and procedures.
2.2. Barrie Police Service Procedures, the Barrie Police Services Board Policies and/or
practices related to accessibility should be applied equitably across the organization and
evaluated through measurable tools such as internal surveys.
2.3. Host recruitment fairs with under-represented demographic groups. Be authentic in these
recruitment fairs about what the Barrie Police Service is doing to address diversity and
inclusion issues raised in this report.
2.4. Introduce a career matrix and guide for Barrie Police Service roles, career possibilities,
and requirements.
2.5. Improve performance assessments to recognize soft skills, (such as, but not limited to,
communication, negotiation, conflict resolution, problem solving and teamwork) as a
valuable tool in modern policing.
2.6. Offer development programs to employees, particularly women and racialized
individuals, and encourage them to consider development opportunities and positions
outside their current functional, technical, or professional area.
2.7. Acknowledge and increase awareness of diversity and inclusion related events
throughout the Service.
2.8. Review existing policies and procedures addressing sexist, racist, anti-immigration, and
homophobic remarks or jokes by Barrie Police Service members to ensure accountability
is upheld.
2.9. Increase requirements for diversity, equity, inclusion, and cultural competence training
for all BPS members including Sworn and Civilian members.
2.10.Improve internal member reporting mechanism. Remove stigmas and include third-party
reporting for the above mentioned.
2.11.Increase repercussions for lack of performance related to diversity, equity, and
inclusion. This includes increased repercussions for BPS members who have
complaints of inappropriate behaviour against them, and those who speak disparagingly
about the populations served by the BPS.
2.12.Develop a comprehensive internal and external communications plan to address
concerns identified throughout this report.
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2.13.Conduct internal employee surveys including (but not limited to) questions around
engagement, morale, demographics, and identity differences. Demographic data will be
examined to identify potential differences in perceptions by diverse populations.

3

Organizational Disconnect Recommendations

3.4

Enhance and increase opportunities to gather feedback from different groups of
employees, including roundtable discussions with the Chief. After each opportunity report
back to Barrie Police Service members what was heard and what actions are being taken
to address the issues raised.

3.5

Encourage more scheduled meetings, communications, and input mechanisms between
Barrie Police Service members of different ranks.

3.6

Create scheduled reviews of existing member wellness and professional development
resources related to the specified topics.

4. Organizational Maturity Recommendations
4.1. Increase diversity training for new recruits.
4.2. Implement mandatory diversity training for all Sworn and Civilian Barrie Police Service
members.
4.3. Commit to educating all members of Barrie Police Service about the existence of
systemic issues and the experiences of minority groups and vulnerable members.
4.4. Expand educational opportunities for all officers to have a strengthened understanding of
the diverse populations within our community.
4.5. The Barrie Police Service should explore avenues to gather race-based statistics to have
measurable benchmarks for organizational maturity and to ensure systemic racism is not
a factor in actions, behaviours and/or decisions.

5. Organizational Reputation Recommendations
5.1. Foster new collaborative partnerships with the community and continue to strengthen
existing ones.
5.2. Develop and implement a centralized online resource centre for BPS members that
would include formalized training with the assistance of Community agencies. This would
offer BPS members reference to training videos, print material and potential partners.
Training and resources may include:
5.2.1.

Mandatory awareness/competency training regarding different groups
represented in the population, for example:
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5.2.1.1.

Racialized people.

5.2.1.2.

Cultural and Religious groups.

5.2.1.3.

Two-Sprit, Lesbian, Gay, Bisexual, Trans, Transgender, Queer/Questioning
(2SLGBTQ+) identified individuals.

5.2.1.4.

Indigenous peoples.

5.3. Allocate increased funding, people, and resources to community policing and consider
the addition of a Diversity and Inclusion position.
5.4. Make a concerted effort to increase the importance and respect of community policing
and diversity relations within the Service.
5.5. Enhance community policing as a criteria for promotion.
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SYSTEMIC

REVIEW
OF ORGANIZATIONAL
CULTURE AND PROCESSES

November 18, 2021

Overview
│ The Barrie Police Service (BPS) Systemic Review of Organizational Culture & Systems
includes the evaluation of:


Board Policies



BPS Procedures



Communication practices



Diversity & gender issues



Human Resources Unit employment & hiring practices



In-house training material & practices



Internal perception of BPS organizational culture & systems



Professional standards



Promotional processes & practices



Public & community partner experiences & perception of BPS
2

Methodology
│Data analyzed:









141 BPS procedures reviewed
22 internal focus groups
13 external focus groups
Human Resources Unit - recruitment & retention
In-house training material
Intercultural Development Inventory (IDI®)
Multiple internal & external surveys
Professional Standards Unit


Internal & external complaints over five-year period
3

June - Oct. 2021

Board Presentations

4

Organizational Themes
1. Leadership
2. Culture
3. Disconnect
4. Maturity
5. Reputation
5

Leadership - Recommendations
1.1 Examine systems, practices, requirements, and culture within BPS
to determine and reduce barriers for inclusion of all gender
identities, with specific attention to non-binary and/or trans-gender
in leadership roles.
1.2 Examine systems, practices, requirements, and culture within BPS
to reduce barriers for inclusion of members of a minority population
in leadership roles.
1.3 Develop Community Advisory Group(s) to include demographic
groups aligned by religion, ethnicity, gender, and racialized youth.
1.3.1

Engage Community Advisory Group(s) as a source of input
to Leadership Team (LT), regarding decisions, projects
and/or initiatives.

1.3.2

Engage Community Advisory Group(s) to ensure frequent
communications between the Group(s) and LT, as well as
the public about how Community Advisory Group(s)
feedback is being incorporated into BPS’s decision making
and community engagement initiatives.

1.4 Establish an accepted measure of cultural competence (such as
the Intercultural Development Inventory®) as a requirement for
hiring and promotion, especially in promotion to senior ranks. This
should be a primary requirement for leadership.
1.5 Create a working group involving members of the LT and other
members throughout different ranks and divisions within the
organization.
1.5.1

The working group would identify the culture BPS wants to
create in the future. It will also explore what aspects of the
organizational culture need to change and/or can
reasonably be changed and use a rigorous change
management approach to embark on an organizational
culture change initiative.

1.6 Members involved in administering a selection, or promotional
panel for the process of advancement, should be educated in
understanding differences and the impact their bias(es) may have
on selection, development, and/or advancement decisions.
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Culture - Recommendations
2.1

Form a committee to review current Board
Policies and BPS Procedures, from an equitable
lens, that:

2.1.7 Develop, implement, and evaluate an internal
survey for BPS members to provide feedback
regarding current policies and procedures.

2.2

Policies and practices related to accessibility
should be applied equitably across the
organization and evaluated through measurable
tools such as internal surveys.

2.3

2.1.5 Review ease of access and navigation through
policies and procedures.

Host recruitment fairs with under-represented
demographic groups. Be authentic in these
recruitment fairs about what BPS is doing to
address diversity and inclusion issues raised in
this report.

2.4

2.1.6 Review each document for neutrality and
Accessibility for Ontarians with Disabilities Act
(AODA) compliance.

Introduce a career matrix and guide for BPS
roles, career possibilities, and requirements.

2.5

Improve performance assessments to recognize
soft skills as a valuable tool in modern policing.

2.1.1 Evaluate current procedure and policy review
matrix for enhancements, as identified by the
Systemic Review.
2.1.2 Set key performance indicators and analytics for
policy and procedure review.
2.1.3 Introduce a standardized policy and procedure
review process guide.
2.1.4 Create a ‘one-stop-shop’ for understanding the
policy and procedure workflow.
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Culture – Recommendations Continued
2.6

Offer development programs to employees, particularly
women and racialized individuals, and encourage them
to consider development opportunities and positions
outside their current functional, technical, or professional
area.

2.7

Acknowledge and increase awareness of diversity and
inclusion related events throughout the Service.

2.8

2.9

Review existing policies and procedures addressing
sexist, racist, anti-immigration, and homophobic remarks
or jokes by BPS members to ensure accountability is
upheld.
Increase requirements for diversity, equity, inclusion,
and cultural competence training for all BPS members
including Sworn and Civilian members.

2.11 Increase repercussions for lack of performance related
to diversity, equity, and inclusion. This includes
increased repercussions for BPS members who have
complaints of inappropriate behavior against them, and
those who speak disparagingly about the populations
served by the BPS.
2.12 Develop a comprehensive internal and external
communications plan to address concerns identified
throughout this report.
2.13 Conduct internal employee surveys including (but not
limited to) questions regarding engagement, morale,
demographics and identity differences. Demographic
data will be examined to identify potential differences in
perceptions by different populations.

2.10 Improved internal member reporting mechanism.
Remove stigmas and include third-party reporting for the
above mentioned.
8

Disconnect - Recommendations
3.1 Enhance and increase opportunities to
gather feedback from different groups of
employees, including round table
discussions with the Chief. After each
opportunity report back to BPS members
what was heard and what actions are
being taken to address the issues raised.

3.3 Create scheduled reviews of existing
member wellness and professional
development resources related to the
specified topics.

3.2 Encourage more scheduled meetings,
communications, and input mechanisms
between BPS members of different ranks.
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Maturity - Recommendations
4.1 Increase diversity training for new recruits.
4.2 Implement mandatory diversity training for
all Sworn and Civilian BPS members.

4.5 BPS should explore avenues to gather
race-based statistics to have measurable
benchmarks for organizational maturity
and to ensure systemic racism is not a
factor in actions, behaviours and/or
decisions.

4.3 Commit to educating all members of BPS
about the existence of systemic issues and
the experiences of minority groups and
vulnerable members.
4.4 Expand educational opportunities for all
officers to have a strengthened
understanding of the diverse populations
within our community.
10

Reputation - Recommendations
5.1 Foster new collaborative partnerships with the
community and continue to strengthen
existing ones.
5.2 Develop and implement a centralized online
resource centre for BPS members that would
include formalized training with the assistance
of Community agencies. This would offer BPS
members access to training videos, print
material and potential partners. Training and
resources may include:
5.2.1 Mandatory awareness/competency
training regarding different groups
represented in the population, for
example:

5.2.1.1
5.2.1.2
5.2.1.3
5.2.1.4

Racialized people.
Cultural and Religious groups.
2SLGBTQ+ identified individuals.
Indigenous peoples.

5.3 Allocate increased funding, people, and
resources to community policing and consider
the addition of a Diversity and Inclusion
position.
5.4 Increase the importance and respect of
community policing and diversity relations
within the Service.
5.5 Enhance community policing as a criteria for
promotion.
11

Next

Steps
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Next Steps
│ Members appreciate that the Systemic Review was conducted but need
assurance that action will follow to address concerns raised.
│ The recommendations presented in this report offer guidance to develop strategic
programs for members and help strengthen the Service as a whole, to ensure a
safe and secure community.
│ BPS members must be agents of change within the organization and can not
solely rely on the existence of procedures to accomplish this.
│ The Chief of Police has accepted this report and will be drafting an
implementation plan to assign actions to appropriate LT members within their
respective areas of the Service.
13

Motion
│ The Board accepts the report of the Barrie Police Service Systemic
Review of Organizational Culture and Systems and directs the Chief to
provide regular updates on the implementation of the recommendations
contained within the report.
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Questions?

15

SYSTEMIC

REVIEW
OF ORGANIZATIONAL
CULTURE AND PROCESSES

October 21, 2021

BARRIE POLICE SERVICES BOARD REPORT
NOVEMBER 2021
OPEN
TO:

Barrie Police Services Board

FROM:

Chief Kimberley Greenwood

DATE:

November 10, 2021

SUBJECT: Equity, Diversity, and Inclusion Committee Overview - Open

Background
The Barrie Police Service (BPS) Equity, Diversity, and Inclusion (EDI) Committee was formed in
2019 and is guided by the vision, mandate, and goal outlined below:
Vision:

To build an authentically inclusive organization.

Mandate:

Enhance inclusivity and diversity by engaging our members and our community
through strengthened partnerships.

Goal:

Through policing excellence, we strive to create an equitable, inclusive, and
diverse service, utilizing partnerships and practices within the community.

Serving as a resource for BPS members in matters of policy, communications, training, outreach,
and engagement strategies, the EDI Committee continually encourages conversation. This is a
BPS volunteer-led committee. It has grown to 10 members and addresses various EDI concerns,
challenges, and opportunities within the Service and the community.

EDI Committee Overview
Since the EDI Committee’s creation, volunteers have worked on several initiatives that strengthen
BPS member understanding of EDI and have enhanced community partnerships.
Examples of these efforts include, but are not limited to:
• Active participation in community events.
o Barrie PRIDE, Ethnic Mosaic Alliance, Georgian College International Students
Association initiatives, Member of Local Immigration Partnership Council, and
Member of Simcoe-Muskoka Black Community Committee.
•

Expansion of cross-cultural awareness & professional development.
o Video presentations regarding cultural awareness shown at Platoon briefings.
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•

Through an EDI lens, review of reports including Missing and Missed: Report of the
Independent Civilian Review into Missing Person Investigations, and Truth and
Reconciliation Calls to Action

•

Participation in BPS Systemic Review of Organizational Culture & Systems.

To ensure the continued growth of the EDI Committee’s progress, volunteers established three
(3) priorities that align with the BPS Vision, Mission, Values and 2020-2022 Strategic Plan. These
priorities are guided by specific goals that offer guidance for the EDI Committee. Each goal is
assigned action items that serve as key performance indicators (KPIs) and create measurable
benchmarks to show EDI Committee, membership, and Service progress year-over-year.

EDI Committee Priorities, Goals and Action Items

Priority: Barrie Police Service Member Knowledge of Equity Diversity & Inclusion
Understand membership composition.
Goals Offer support for diversification in member recruitment & retention initiatives.
Equip members with EDI knowledge and skills.
These are goals that primarily align with Strategic Priority Three (Organization Excellence and
Sustainability) of the BPS Strategic Plan. Understanding BPS member composition through the
lens of EDI allows for the recognition of skills, experiences and abilities that strengthen the overall
performance of BPS. This offers direction for the EDI Committee to explore resources that can
strengthen existing member knowledge and introduce new skills regarding EDI. Furthermore, this
creates an opportunity for strengthened internal and external methods of communication and
knowledge transfer during interactions with peers, coworkers, the public and community partners.
Action items include:
• EDI focused questions as/or part of an annual BPS member internal survey.
• Continued development of an internal EDI resource portal for BPS members.
• Support in the diversification of recruitment initiatives.
• Host internal EDI professional development opportunities for members.
• Maintain an internal digitally accessible diversity calendar for BPS members.
Priority: Community Engagement & Inclusion
Increased officer visibility that aligns with the EDI mandate.
Goals
Build upon existing partnerships & seek new ones.
Current BPS initiatives focused on community engagement and collaboration will be strengthened
by the EDI Committee. Inviting open communication with the community will provide the Service
with the opportunity to identify and introduce new means of support for the continually growing
and diversifying population of Barrie. Additionally, these goals align with the Strategic Priority One
(Crime Prevention, Community Safety and Law Enforcement) and Two (Community Engagement
and Collaboration) of the BPS Strategic Plan.
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Action items include:
• Annual attendance at a minimum of four to six community focused events.
• Facilitate two-way communication with BPS members & the community.
• Expand external EDI communication - e.g. EDI webpage on BarriePolice.ca website.
• Continue to develop and strengthen relationships with community partners.
• Provide annual EDI progress update for BPS leadership.
Priority: Accountability
To be transparent to members and the community in the efforts the EDI Committee
Goals administers to achieve its mandate.
Support continued growth and awareness of EDI throughout the BPS.
The EDI Committee is accountable to the BPS members for implementing, and upholding the EDI
Committee’s vision, mandate, priorities, and goals. Similarly, these goals align with Strategic
Priority Two and Three of the BPS Strategic Plan. Through transparent communication and
continued efforts to increase EDI awareness in the BPS, the EDI Committee can help lead change
and strengthen internal as well as external EDI focused BPS initiatives.
Actions items include:
• Provide annual EDI progress update for BPS leadership.
• Present rationale for permanent EDI position within BPS.
• Support linked items from the Systemic Review of Organizational Culture & Systems.
• Support review of BPS policies, procedures, and in-house training to ensure language is
equitable, respectful, and inclusive of BPS diversity and the community.

Conclusion
The EDI Committee is working towards establishing initial measures and benchmarks to help
evaluate achievements and develop future goals. The priorities, goals and action items
identified in this report align with the City of Barrie’s Community Safety and Well-Being Plan as
well as the Strategic Priorities of the BPS 2020-2022 Strategic Plan. Furthermore, these are
intended to strengthen the adaptability of BPS and members as the City of Barrie continues to
grow and evolve in areas regarding EDI. Ultimately, a permanent and identified EDI position
would further these efforts. This supports the Service’s continued growth in professional,
accountable, and sustainable policing services for policing excellence to ensure a safe and
secure community.

Recommendation
The Barrie Police Services Board receive this report for information.

Prepared By:
Viktoria Tumilowicz
Strategic Planner #10908
Executive Services
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Approved by:
Staff Sergeant Moorhouse #2971
Executive Services

Inspector Burke #3367
Executive Services
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Equity, Diversity & Inclusion (EDI) Overview
Vision
To build an authentically inclusive organization.

Mandate
Enhance inclusivity & diversity by engaging our members & our community through
strengthened partnerships.
Goal
Through policing excellence, we strive to create an equitable, inclusive, & diverse service,
utilizing partnerships & practices within the community.
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info@barriepolice.ca | BarriePolice.ca

EDI Priorities
BPS Member Knowledge of EDI

Community Engagement & Outreach

Accountability
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BPS Member Knowledge of EDI
Goals
Understand membership composition.
Offer support for diversification in member recruitment & retention initiatives.
Equip members with EDI knowledge & skills.
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BPS Member Knowledge of EDI
Action Items
EDI focused questions as/or part of an annual BPS member internal survey.
Continued development of an internal EDI resource portal for BPS members.
Support in the diversification of recruitment initiatives.
Host internal EDI professional development opportunities for members.
Maintain an internal digitally accessible diversity calendar for BPS members.
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Community Engagement & Outreach
Goals
Increased officer visibility that aligns with the EDI mandate.
Build upon existing partnerships & seek new ones.
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Community Engagement & Outreach
Action Items
Annual attendance at a minimum of 4-6 community focused events.
Facilitate two-way communication with BPS members & the community.
Expand external EDI communication – e.g. EDI webpage on BarriePolice.ca website.
Continue to develop & maintain relationships with community partners.
Provide annual EDI progress update for BPS leadership.
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Accountability
Goals
To be transparent to members & the community in the efforts the EDI
Committee administers to achieve its mandate.
Support continued growth & awareness of EDI throughout the BPS.
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Accountability
Action Items
Provide annual EDI progress update for BPS leadership.
Present rationale for permanent EDI position within BPS.
Support linked items from the Systemic Review of Organizational Culture & Systems
Support review of BPS policies, procedures, and in-house training to ensure
language is equitable, respectful, and inclusive of BPS diversity and the community.

9

info@barriepolice.ca | BarriePolice.ca

Recent Achievements

Police Constable McKibbon

Detective Constable Segwan
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Recent Achievements
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Next Steps

Measure knowledge
base of Members

Expand and enhance
partnerships
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Benchmarking
achievements

info@barriepolice.ca | BarriePolice.ca

Questions?
Rob Burke
Inspector # 3367
rburke@barriepolice.ca

Linda Moorhouse
Staff Sergeant # 2971
lmoorhouse@barriepolice.ca

Some of the icons in this presentation are from www.flaticon.com users Freepick, surang, Nhor Phai, Kiranshastry, Eucalyp & mavadee.
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BARRIE POLICE SERVICES BOARD REPORT
NOVEMBER 2021
OPEN
TO:

Barrie Police Services Board

FROM:

Chief Kimberley Greenwood

DATE:

November 18, 2021

SUBJECT: Paid Duty Administrative Fee Rate Change

Background
A paid duty occurs when an external individual, corporation or other organization hires Barrie
Police Service sworn personnel to perform specific functions where police presence is required
for public safety and/or for security purposes.
Paid duties are governed by Barrie Police Service Procedure #24 which establishes procedures
and guidelines for the administration and management of all paid duty functions.
Paid duty fees charged to customers are fully offset by paid duty expenditures made to our
members. In addition, each paid duty event is assessed a 15% administrative fee, which is
used to offset processing and overhead costs. This rate has not been revised since it was
introduced prior to 2002. Currently, the City of Barrie is exempted from administrative charges.
A survey of other police services indicates that the average administrative fee charged is 20%.

Budget Implication
Historical paid duty administrative fees charged are broken down as follows:
2021
2020
2019

$34,616 (January – September)
$35,552
$50,578

It is anticipated that revenues will return to more normal levels in 2022. The increased
administrative fee is expected to generate an additional $15,000 annually.

Motion
The Board approves the paid duty administrative fee be increased to 20% commencing January
1, 2022.

Prepared by:
Alicia McLeod
Financial Analyst

BARRIE POLICE SERVICES BOARD REPORT
NOVEMBER 2021
OPEN
TO:

Barrie Police Services Board

FROM :

Chief Kimberley Greenwood

DATE:

November 1, 2021

SUBJECT:

Staff Acknowledgements

Background
Staff Acknowledgements received for the months of October 2021.
EMPLOYEE

Barrie Police Service

Sergeant Lynch
Constable Hemington

FROM WHOM

Councillor Kungl

Barrie Resident

COMMENTS
Councillor Kungl commended the
Barrie Police Service for their
responsiveness to address an
anti-vaccination rally that occurred
outside the Barrie Library.
“Overall, I wanted to pass along
the positive recognition to the
Barrie Police Service and extend
my personal appreciation to your
team.”
Sergeant Lynch and Constable
Hemington were acknowledged
for their professionalism and
compassion while assisting a
family with the loss of a loved
one.

Recommendation
The Board receive this report for information.
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Prepared by:
Sarah Young (9049)
Executive Assistant
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BARRIE POLICE SERVICES BOARD REPORT
NOVEMBER 2021
OPEN

TO:

Barrie Police Services Board

FROM :

Inspector Robert Burke

DATE:

November 5, 2021

SUBJECT:

Professional Standards Monthly Board Report - Open

The following is the Open Professional Standards Report covering October, 2021 which
includes Public Complaints.
Action Required
Please review for your information.
Financial Impact
No immediate impact.
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1. Public Complaint Summary:
Complaint Number:
Date Filed to OIPRD:
Received by PSB:
Conduct Complaint:
Allegation Date:
Investigation Update:

Disposition:
Date Closed:

PC 2020-55
July 29, 2020
October 14, 2020
Discreditable Conduct
July 25, 2020
A time extension request was granted by the OIPRD, as the
Complainant is before the courts regarding charges stemming
from this incident.
The Complainant alleges that Barrie Police officers are harassing
him and in one instance he was called a "black monkey". Further,
he advised in another incident he was punched in the stomach
and was forced to do "strenuous things" even though he has
multiple sclerosis.
Active
N/A

Complaint Timeline:

One year, 17 days - Open investigation.

Complaint Number:
Date Filed to OIPRD:
Received by PSB:
Conduct Complaint:
Allegation Date:
Investigation Update:

PC 2021-47
April 10, 2021
April 28, 2021
Discreditable Conduct
June 4, 2019
Unsubstantiated - Professional Standards investigation completed
on August 26, 2021.
The Complainant believes that the officer was trying to get other
officers to lie under oath during his preliminary hearing.
Concluded- File closed by the OIPRD
October 4, 2021

Initial Complaint Summary:

Initial Complaint Summary:
Disposition:
Date Closed:
Complaint Timeline:

Five months, six days. Professional Standards investigation
completed in three months, 29 days.
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Complaint Number:
Date Filed to OIPRD:
Received by PSB:
Conduct Complaint:
Allegation Date:
Investigation Update:
Initial Complaint Summary:

Disposition:
Date Closed:

PC 2021-53
May 5, 2021
May 26, 2021
Discreditable Conduct
December 9, 2020
Investigation ongoing.
The Complainant advises that officers used excessive force while
dealing with him, were rude and would not provide their badge
numbers.
Active
N/A

Complaint Timeline:

Five months, five days - Open investigation

Complaint Number:
Date Filed to OIPRD:
Received by PSB:
Conduct Complaint:

PC 2021-56
May 20, 2021
July 5, 2021
Excessive Use of Force
Neglect of Duty
December 9, 2017
Unsubstantiated - Professional Standards investigation completed
on October 18, 2021.
The Complainant advises that officers used excessive force while
dealing with him. He states that there were 11 officers on scene
and that they failed to "report their experience".
Conclusion pending OIPRD disposition
N/A

Allegation Date:
Investigation Update:
Initial Complaint Summary:

Disposition:
Date Closed:
Complaint Timeline:

Three months, 26 days. Professional Standards investigation
completed in three months, 13 days.
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Complaint Number:
Date Filed to OIPRD:
Received by PSB:
Conduct Complaint:
Allegation Date:
Investigation Update:

Initial Complaint Summary:

Disposition:
Date Closed:

PC 2021-59
May 29, 2021
June 15, 2021
Discreditable Conduct
Excessive Use of Force
April 12, 2021
Resolved - Via Informal Resolution on August 13, 2021. The
complainant was satisfied when the officers’ actions were
explained to her, all parties were satisfied with the resolution.
The Complainant advises that officers broke into her residence
and attacked her. She further alleges that they stole property from
her.
Concluded - File closed by the OIPRD
October 29, 2021

Complaint Timeline:

Four months, 14 days. Professional Standards investigation
completed in one month, 29 days.

Complaint Number:
Date Filed to OIPRD:
Received by PSB:
Conduct Complaint:
Allegation Date:
Investigation Update:

PC 2021-64
June 16, 2021
June 29, 2021
Discreditable Conduct
May 15, 2021
Unsubstantiated - Professional Standards investigation completed
on October 29, 2021.
The Complainant advises that she was involved in a domestic
incident wherein her ex-husband threw a TV at her. She alleges
that the officers did not believe her and that they were rude and
raised their voices at her.
Conclusion pending OIPRD disposition
N/A

Initial Complaint Summary:

Disposition:
Date Closed:
Complaint Timeline:

Four months, two days. Professional Standards investigation
completed in four months.
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Complaint Number:
Date Filed to OIPRD:
Received by PSB:
Conduct Complaint:
Allegation Date:
Investigation Update:
Initial Complaint Summary:

Disposition:
Date Closed:

PC 2021-66
June 20, 2021
August 19, 2021
Discreditable Conduct
June 19, 2021
Interviews being conducted.
The Complainant advised that the officer was contacted regarding
a landlord/tenant dispute. He states that the officer was rude,
would not listen and acted in an unprofessional manner.
Active
N/A

Complaint Timeline:

Two months, 12 days - Open investigation

Complaint Number:
Date Filed to OIPRD:
Received by PSB:
Conduct Complaint:
Allegation Date:
Investigation Update:
Initial Complaint Summary:

Disposition:
Date Closed:

PC 2021-71
June 23, 2021
July 21, 2021
Discreditable Conduct
April 12, 2021
Investigative Report being authored.
The Complainant advises that herself and her boyfriend (who is a
police officer) met the officer in a parking lot and engaged in a
conversation. She states that the officer made an inappropriate
comment toward her that made her feel uncomfortable.
Active
N/A

Complaint Timeline:

Three months, 10 days - Open investigation

Complaint Number:
Date Filed to OIPRD:
Received by PSB:
Conduct Complaint:
Allegation Date:
Investigation Update:
Initial Complaint Summary:

Disposition:
Date Closed:

PC 2021-72
July 12, 2021
July 27, 2021
Discreditable Conduct
March 23, 2021
Investigative Report being authored.
The Complainant states that he was pulled over and falsely
accused of stealing a vehicle. During the incident he alleges that
he was assaulted numerous times by the officers.
Active
N/A

Complaint Timeline:

Three months, four days - Open investigation
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Complaint Number:
Date Filed to OIPRD:
Received by PSB:
Conduct Complaint:
Allegation Date:
Investigation Update:
Initial Complaint Summary:

Disposition:
Date Closed:

PC 2021-75
August 4, 2021
August 11, 2021
Discreditable Conduct
July 30, 2021
Investigative Report being authored.
The Complainant advises that he spoke with the officer and states
that he was rude and felt that he was discriminated against
because he was a male.
Active
N/A

Complaint Timeline:

Two months, 20 days - Open investigation

Complaint Number:
Date Filed to OIPRD:
Received by PSB:
Conduct Complaint:
Allegation Date:
Investigation Update:
Initial Complaint Summary:

Disposition:
Date Closed:

PC 2021-76
June 23, 2021
August 31, 2021
Discreditable Conduct
June 13, 2021 & June 15, 2021
Interviews being conducted.
The Complainant advises that the officer sent her two messages
via Facebook from a fake account that showed communication
with young children that she found inappropriate.
Active
N/A

Complaint Timeline:

Two months - Open investigation

Complaint Number:
Date Filed to OIPRD:
Received by PSB:
Conduct Complaint:
Allegation Date:
Investigation Update:
Initial Complaint Summary:
Disposition:
Date Closed:

PC 2021-77
August 13, 2021
September 1, 2021
Discreditable Conduct
August 13, 2021
Duty reports collected; interviews being set up.
The Complainant states that the officer pulled him over for no
reason and searched his car without a warrant.
Active
N/A

Complaint Timeline:

One month, 30 days - Open investigation
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Complaint Number:
Date Filed to OIPRD:
Received by PSB:
Service Complaint:
Allegation Date:
Involved Officer(s):
Investigation Update:

Disposition:
Date Closed:

PC 2021-78
August 25, 2021
September 1, 2021
Lack of Service
August 23, 2021
N/A
Resolved - Via Informal Resolution on November 3, 2021. The
investigator and Complainant met via a Zoom call to discuss the
cause for the delay. At the conclusion the Complainant was
satisfied with the explanation and both parties found the meeting
productive and left with a better understanding of what led to the
delay in the officer attending the call.
The Complainant advises that a few of her employees were
harassed by a male in the downtown area. She states that 911
was called and she was advised an officer would attend, and an
officer never arrived.
Conclusion pending OIPRD disposition
N/A

Complaint Timeline:

One month, 30 days - Open investigation

Complaint Number:
Date Filed to OIPRD:
Received by PSB:
Conduct Complaint:
Allegation Date:
Investigation Update:
Initial Complaint Summary:

Disposition:
Date Closed:

PC 2021-81
September 16, 2021
September 22, 2021
Neglect of Duty
August 30, 2021
Opening stages of investigation.
The Complainant advises that her father was found deceased at
the Salvation Army. The officer took his property for "safekeeping"
to the station and stored in his personal locker. He then went off
on days off without submitting the property to the Property Unit as
per procedure.
Active
N/A

Complaint Timeline:

One month, nine days - Open investigation

Initial Complaint Summary:
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Complaint Number:
Date Filed to OIPRD:
Received by PSB:
Conduct Complaint:
Allegation Date:
Investigation Update:
Initial Complaint Summary:

Disposition:
Date Closed:

PC 2021-84
October 7, 2021
October 21, 2021
Discreditable Conduct
October 2, 2021
Opening stages of investigation.
The Complainant advises that the officer drove at an excessive
speed through a residential area. When he asked for the officers
name it is alleged that he refused to provide it.
Active
N/A

Complaint Timeline:

10 days - Open investigation
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BARRIE POLICE SERVICES BOARD REPORT
NOVEMBER 2021
CLOSED
TO:

Barrie Police Services Board

FROM:

Chief Kimberley Greenwood

DATE:

November 12, 2021

SUBJECT:

Volunteer Record Checks – Proposed Legislative Amendment

Background:
The Ministry of the Solicitor General (SOLGEN) is proposing amendments to the Police Record
Check Reform Act to require police services to provide Criminal Record Checks (CRC) and
Criminal Record and Judicial Matters Checks (CRJMC) to volunteers free of charge. This
proposal does not include the Vulnerable Sector Check (VSC). Conceptually, this initiative will
remove perceived barriers to volunteerism and encourage Ontarians to participate in volunteer
opportunities in their communities.
Police services across Ontario are currently in communication with each other through the Law
Enforcement and Records Managers Network (LEARN) regarding the potential implications of
this amendment.
Barrie Police Service Volunteer Criminal Record Check fee history:
Timeline
Prior to 2017
April 2017

Cost
Free of charge
Free of charge in-person
$12 online administrative fee

January 2020

$20 in-person
$12 online administrative fee

Notes
In-person only
Implementation of Forrest
Green solutions where a $12
administrative fee is required
for online applications
Implemented in-person fee to
encourage online application

The Barrie Police Service and many other services across the province have worked diligently
to streamline record check processing by using online platforms, new technologies and
allocating funds on a cost-recovery basis. Police services have long maintained that providing
police background checks is not a core policing function and have therefore been strategic in
offering these services as efficiently as possible.

Impacts:
The following impacts have been identified and are of significant concern to the Barrie Police
Service:
• The online platform requires an administrative fee of $12 which was incorporated into our
fees in 2017. It is unclear at this time whether this amendment would disallow this
administrative fee. This could result in needing to move back to in-person volunteer checks
or providing reimbursement to Forrest Green Solutions for the administrative fee.
• This amendment would impact our current record check processing and staffing model,
which relies on most checks being submitted online.
• It would reverse our efforts to increase use of technology in moving the Service forward and
providing enhanced customer service.
• Unable to recover some costs required to perform this function with no decrease in workload.
• Majority of volunteer record checks are VSCs. While this proposal does not include VSCs, it
is anticipated that volunteer organizations that normally require a VSC will recognize the
savings for their volunteers and only require the CRC or CRJMC. Volunteer organizations
may require a VSC less often to take advantage of free record checks.
• The proposed amendment requires police services to provide an additional five free copies of
the record check. This will create additional workload in processing and providing results.
The 2019 volunteer record check numbers were as follows:
• CRC/CRJMC – 319
• VSC – 2909 (it is anticipated that many of these checks would alternately be requested as a
CRC/CRJMC if the proposal were to move forward)
2020 numbers are not being used as a comparative due to significant decreases in numbers
caused by the pandemic.
Action:
The Ontario Association of Chiefs of Police (OACP) will be submitting concerns to SOLGEN on
behalf of all its member services. The Barrie Police Service, as well as many other services
across Ontario have provided comments individually as well, outlining the listed concerns.
The Barrie Police Service will continue to work with LEARN, OACP, and Forrest Green
Solutions as this situation unfolds.
Financial Impact:
Currently any administrative fees charged by Forrest Green are the responsibility of the
applicant and there is no budgetary impact to the Service. Should the proposed amendments be
implemented, electronic processing of volunteer criminal record checks would no longer be
feasible and would revert to in-house manual processing. The impact on the Service would be
hiring an additional staff member at an annual cost of $96,100 in 2022 to manage the increased
workload as well as operating costs including postage and other supplies.

Recommendation:
That the Board receive this information.
Prepared by:
N. Lees #9048, Manager
Records and Information Management Services

BARRIE POLICE SERVICES BOARD REPORT
NOVEMBER 2021
OPEN
TO:

Barrie Police Services Board

FROM:

Chief Kimberley Greenwood

DATE:

October 29, 2021

SUBJECT:

Financial Variance Report for the period ended September 30, 2021

Background
The report provides the Board with a statement of revenue and expenditures for the nine
months ended September 30, 2021, as compared to the approved 2021 budget.
Attachment
Operating Variance Report for the nine months ended September 30, 2021, which represents
75% of the budget year.
Report
Actual year-to-date salaries and benefits are $40,441,912 or 73.2% of the annual budget,
operating expenditures total $4,789,433 or 81.3% of the annual budget and revenues are
$4,836,805 or 82.3% of budgeted revenue. Total net expenditures for the period were
$40,431,432 or 73.1% of the approved net operating budget.
Anticipated costs, including retirement incentive payouts, have been included the year end
projected amounts. The net result for the year ended December 31, 2021, is a projected deficit
of $1,470,527 or (2.7%) of the annual budget.
The following comments address significant expense and revenue variances for 2021:
Salaries & Benefits
Year-to-date police and civilian salary costs represent 73.0% of the annual budget. Included in
the reported amounts are negotiated contractual increases and reclassifications.
Projected salary costs include the impact of the Board-approved retirement incentive program
for eligible members. The program resulted in eight active members and three members on
long term disability benefits committing to retiring by December 31, 2021. A transfer from the
Service’s operating reserve in the amount of $600,000 will be used to offset the related costs.

There will be 16 additional retirements by members not eligible for the incentive program prior to
end of the year. Most of those retirements were unanticipated and resulted in accumulated time
bank payouts in excess of budgeted amounts.
Year-to-date overtime is 99.7% of the annual budget. Significant items included in overtime are
costs pertaining to the tornado ($82,485) and COVID-19 pandemic responses ($71,211).
Police and civilian benefits costs are 75.3% of the annual budget. Benefits costs are typically
higher during the first half of the year until CPP and EI premiums have reached their maximum
annual contribution limits. Included in projected benefits costs are additional benefits costs
relating to the retirement incentive payouts.
Building
Year-to-date expenditures pertaining to Barrie Police Service facilities have been posted to the
Service’s accounts by the City of Barrie. The assumption has been made that the building
budget will be fully expended.
Maintenance
Included in maintenance costs is $817,998 for software maintenance and annual licencing fees.
Certain software upgrades were required to enable our members to work remotely. As a result,
it is anticipated that software maintenance will be over budget by approximately $75,000 in
2021.
Grant Expenditures
Provincial grant funding is awarded to assist with specific and targeted initiatives.
Included in grant expenditures are the actual costs directly related to the various grant
programs. It should be noted that offsetting grant funding is included under “grants and
secondments” revenue.
COVID-19 Expenditures
Unbudgeted operating costs incurred relating to the COVID-19 pandemic amounted to $376,244
for the first nine months of 2021. It is estimated that the requirement to purchase personal
protective equipment and related items will continue and a deficit of $394,244 is predicted.
Revenue
Funding for the Court Security Prisoner Transportation Grant (CSPT) was confirmed in March
2021 in the amount of $2,705,155. Actual 2021 funding will be $50,470 less than 2020 and is
$22,715 less than the anticipated budgeted amount. The reporting period for the CSPT grant is
from January 1 to December 31 of each year.
The Community Safety in Policing (CSP) grant funding was approved in the amount of
$609,075. The reporting period for the CSP grant runs from April 1 to March 31.

After finalizing the 2021 budget, funding was approved under the following grant programs:

Ministry of the Solicitor General:
Ontario CCTV Grant Program – Project Lima
Victim Support Grant – When You’re Ready
CSP Grant – Every Voice Matters
Ontario CCTV Grant Program
Ministry of the Attorney General:
Civil Remedies – Inside Out Youth Prevention Program
Safer Communities through Collaborative Justice
Other:
Criminal Intelligence Service Ontario
Firehouse Subs

$160,000
$100,000
$100,000
$51,000
$100,000
$96,672
$50,000
$41,877

Also included in grant and secondment revenue are billings for 11 seconded positions for the
first nine months of 2021. Three budgeted secondments have been cancelled and member
retirements will affect three others. All vacancies resulting from retirements will be filled by
another member of the Service in late 2021 or early 2022. Additionally, the Service was granted
two new secondment contracts which commenced in 2021. Overall, a funding shortfall of
$248,712 is expected for 2021.
All required annual reports for the grant programs were submitted prior to the reporting
deadlines.
Year-to-date general revenue is 75.0% of the annual budget. Certain revenue sources including
criminal records checks, false alarms calls, and paid duty administration fees have been
reduced in 2021. The decrease in revenue is related to the ongoing COVID-19 pandemic and
changes in business practices. A deficit in general funding is projected in the amount of
$72,385.
Financial Implication
Overall, it is anticipated that there will be an operating deficit in the amount of $1,470,527 in
2021.
Potentially some or all the COVID-19 pandemic costs will be funded via the City of Barrie. The
amount of the recovery, if any, is expected to be finalized in late 2021.
Once final year-end results have been compiled and a deficit is confirmed, there are reserve
funds which may be used to offset a portion of the deficit.
Financial management staff will continue to monitor the Service’s financial position and report
accordingly.

Prepared by:
Nancy Halas
Finance Manger

BARRIE POLICE SERVICES BOARD
OPERATING VARIANCE REPORT
For the period ended September 30, 2021

Annual
Budget
$

YTD
Actual
$

YTD
%

Year End
Projected
$

Projected
Variance
$

Projected
Variance
%

Prior Year
YTD Actual
$

Prior Year
%

Police Services Board
Board honoraria & benefits
Board professional fees
Board memberships
Board meetings, travel & supplies
Total Police Services Board
Salaries
Police Salaries
Civilian Salaries
Casual Salaries
Overtime
Police Overtime
Civilian Overtime
Benefits
Police Benefits
Civilian Benefits
Casual Benefits

Legislative Impacts
Salaries
Benefits

Total Salaries & Benefits

13,592
25,000
5,200
3,000
46,792

9,369
20,313
5,939
1,271
36,892

68.9%
81.3%
114.2%
42.4%
78.8%

13,033
25,000
5,939
3,000
46,972

559
(739)
(180)

4.1%
0.0%
(14.2%)
0.0%
(0.4%)

10,441
21,886
5,130
82
37,539

76.8%
48.6%
98.7%
2.7%
56.2%

28,329,703
10,207,295
1,460,000
39,996,998

20,777,820
7,336,453
1,065,574
29,179,847

73.3%
71.9%
73.0%
73.0%

29,729,703
10,237,295
1,460,000
41,426,998

(1,400,000)
(30,000)
(1,430,000)

(4.9%)
(0.3%)
0.0%
(3.6%)

19,369,907
7,112,213
1,127,791
27,609,911

71.1%
72.1%
60.8%
70.9%

682,500
54,000
736,500

667,472
66,867
734,339

97.8%
123.8%
99.7%

902,500
77,000
979,500

(220,000)
(23,000)
(243,000)

(32.2%)
(42.6%)
(33.0%)

545,593
59,241
604,834

81.6%
111.8%
83.8%

8,685,084
3,206,657
317,058
12,208,799

6,539,998
2,415,626
241,641
9,197,265

75.3%
75.3%
76.2%
75.3%

8,673,084
3,219,657
347,058
12,239,799

12,000
(13,000)
(30,000)
(31,000)

0.1%
(0.4%)
(9.5%)
(0.3%)

6,088,963
2,378,585
257,359
8,724,907

70.8%
77.1%
134.6%
73.5%

1,745,170
529,576
2,274,746

1,110,709
219,752
1,330,461

63.6%
41.5%
58.5%

1,598,170
316,752
1,914,922

147,000
212,824
359,824

8.4%
40.2%
15.8%

1,267,061
263,780
1,530,841

69.9%
55.1%
124.9%

55,217,043

40,441,912

73.2%

56,561,219

(1,344,176)

(2.4%)

38,470,493

71.4%

1,039,578
941,439
733,500
560,500

587,915
665,071
474,031
630,576

56.6%
70.6%
64.6%
112.5%

1,039,578
1,016,439
703,500
700,576

(75,000)
30,000
(140,076)

0.0%
(8.0%)
4.1%
(25.0%)

461,749
651,087
433,958
508,145

35.7%
88.2%
56.0%
90.7%

372,949
367,770
352,859
351,987
337,976
303,500
113,900
52,500
22,500
19,311
14,200
6,500

56.1%
74.2%
59.1%
137.3%
69.2%
54.6%
116.9%
32.9%
61.1%
42.0%
55.7%
29.7%

347,949
356,889
266,909
930,493
323,976
298,357
233,175
27,500
22,500
19,311
14,200
2,930
394,244
300,000
-

25,000
10,881
85,950
(578,506)
14,000
5,143
(119,275)
25,000
3,570
(394,244)
-

6.7%
3.0%
24.4%
(164.4%)
4.1%
1.7%
(104.7%)
47.6%
0.0%
0.0%
0.0%
54.9%

209,088
428,184
193,072
533,986
243,178
155,171
50,134
18,140
7,327
15,091
6,439
1,044
125,088

53.2%
83.1%
51.6%
1418.3%
70.2%
51.1%
44.0%
28.3%
32.6%
90.4%
38.8%
13.1%

300,000
-

209,096
272,845
208,422
483,428
233,884
165,824
133,175
17,248
13,738
8,103
7,903
1,930
376,244
300,000
-

45,000

100.0%

5,890,969

4,789,433

81.3%

6,998,526

(1,107,557)

(18.8%)

4,085,881

72.6%

5,027,170

4,199,190
637,615
4,836,805

83.5%

(453,771)
(600,000)
72,385
(981,386)

(0.5%)

3,291,884
343,892
3,635,776

70.4%

82.3%

5,480,941
600,000
777,615
6,858,556

(9.0%)

850,000
5,877,170
55,277,634

40,431,432

73.1%

56,748,161

(1,470,527)

(2.7%)

38,958,137

72.1%

Operating Expenditures
Building
Maintenance
Vehicle maintenance and leases
Insurance
Uniforms and equipment
Operating supplies
Staff development and wellness
Grant expenditures
Telephone
Annual fees and levies
Professional fees
Office supplies
Property and equipment rental
Memberships
Meetings and travel
Community events
COVID-19 Expenditures
Transfer to WSIB Reserve
Contribution to Child and Youth Advocacy Centre

Total Operating Expenditures

Revenue
Grants and Secondments
Transfer from Operating Reserve
General revenue
DC Funding
Total Revenue
Net Operating Expenditures

75.0%

0.0%

8.5%

40.5%
0.0%
65.6%

