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CONTEXTCOMMITMENT  
FROM THE EXECUTIVE LEADERSHIP TEAM
Your Worship, Members of Council, but most importantly, members of the Black, 
Indigenous, Mixed Race, and/or People of Colour community,

As the Executive Leadership Team, we are committed to addressing systemic racism in the 
Calgary Police Service (CPS). We know that the very foundation by which policing was created 
was inherently racist, and yet, our vision today is to lead a police service that is committed to 
dismantling systems of inequity by working to become anti-racist and relentless in our pursuit 
of equity, diversity and inclusion.

Over the past few months, we have been listening intently and engaging with members of 
the Black, Indigenous, Mixed Race, and People of Colour (BIMPOC) community, who have 
courageously shared their lived experience of racism and inequity.

It was difficult to hear that the experiences of many Calgarians are not in line with the values 
we espouse, and of the hurt, anger and frustration endured due to the treatment received 
from the CPS. We humbly apologize for the harm we have caused.

We would like to thank the expert panel and those who shared their deeply emotional and 
painful stories with us at the public consultations. We know that the only thing that will help 
toward righting any wrongs is a commitment to impactful action and change. 

We commit to working hand in hand with our diverse communities to collaboratively ensure 
fair and equitable outcomes for Calgarians. 

We also acknowledge that change does not happen overnight. We are setting out to 
dismantle systemic racism that has existed within our Service since its inception. This requires 
significant long-term effort, with many contributors at the table. While legislation, budget, 
economy and the realities of policing one of the largest cities in North America comes with 
its own challenges and constraints, you have our promise that we are committed to this 
necessary work. Not just now. From now on. 

We are Calgary’s police service. This means that we must earn the full trust and confidence of 
ALL Calgarians. We are confident in the 3,000 employees committed to the work of serving our 
city. What we do at this moment in time will define the future of how we serve our city. 

Yours sincerely,

Chief 
Mark Neufeld

Deputy Chief 
Paul Cook

Deputy Chief 
Chad Tawfik

Deputy Chief 
Katie McLellan

Deputy Chief 
Raj Gill

Acting Deputy Chief 
Cliff O’Brien
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LAND ACKNOWLEDGEMENT

On June 15, 2020, Calgary City Council approved the Notice of Motion (NOM) – Calgary’s 
Commitment to anti-racism – that formally requested…“the Calgary Police Commission 
to report to Council as soon as possible, on the anti-racism work currently underway and 
contemplated within the Calgary Police Service and any plans for engaging in a broader 
conversation with the community on the future of policing in a diverse city.” 

This report serves as the CPS’s response to the NOM and our commitment to addressing 
systemic racism through both immediate and long-term actions.

In this time of reconciliation and acknowledgement that relationships between police 
and Indigenous communities require much healing and transformation, it is important 
that we acknowledge that we are in traditional Blackfoot territory and give proper 
recognition and honour to the original Treaty 7 Nations of this land. This includes the 
Blackfoot Confederacy of the Siksika, Kainai and Piikani Nations; as well as the Tsuu T’ina 
Nation; and the Iyarhe Nakoda people of the Bearspaw, Chiniki, and Wesley Nations. We 
also want to acknowledge the Métis Nation of Alberta who share a deep connection to 
this land.

To acknowledge the traditional territory is to recognize its longer history, reaching 
beyond colonization and the establishment of European colonies, as well as its 
significance for the Indigenous peoples who lived and continue to live upon this territory, 
and whose practices and spiritualities were tied to the land and continue to develop in 
relation to the land and its other inhabitants today. 

PURPOSE

The Calgary Police Service’s Commitment to 
Anti-Racism, Equity & Inclusion
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CONTEXT

There is a long history of racism, discrimination and 
marginalization in Canada, and we must acknowledge 
its existence in our country, province, city, systems, and 
public services, including law enforcement. Historically, 
policing has been contrary to the safety and well-being 
of Black, Indigenous, Mixed Race and People of Colour 
(BIMPOC). 

We shared in the public grief and outrage when George 
Floyd was murdered by a police officer in the United 
States in May 2020. In the days that followed, we co-
signed a letter with other North American policing 
agencies condemning the actions of the officers 
involved in that tragedy. We know there is no room for 
complacency within our Service.
 
With the public protests that followed, the July 2020 
public consultations at City Council, and dialogue 
with our Diversity Advisory Boards and the BIMPOC 
community, we have heard Calgarians’ concerns about 
racism, discrimination, and use of force in policing. We 
learned about what we need to do to provide better 
service to all Calgarians. Every Calgarian deserves to 
feel safe and be able to trust that police will treat them 
fairly and with respect.

CONTEXT

We, the Calgary Police Service (CPS), acknowledge 
that systemic racism, discrimination, and 
marginalization exist in our Service and manifests in 
how we deliver services to the community. It also has 
a deep impact on our employees. It demands our 
immediate, meaningful action and today, we commit 
to leading a transformational culture change at CPS.
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We commit to dismantling systemic racism at CPS: 
• We will undertake transformational culture change at CPS to create an equitable and 

inclusive workplace, so our members deliver equitable and inclusive service to all 
Calgarians.

• We will examine all programs, policies and practices with an anti-racist and equity lens, 
centering our analysis on the lived experiences of and impact on our BIMPOC community 
members.

• We will intentionally focus on our role and responsibility in reconciliation with Indigenous 
communities.

• We will acknowledge historical and current wrongs and structural inequities.
• We will challenge power imbalances to address the inequities that exist in our systems.
• We will challenge the complacency that gives power to racism, starting with our own 

leadership.
• We will work with the community to develop solutions.
• We will be fully accountable for this work and report publicly on our progress and 

challenges.
• We will take an evidence-informed approach, learning from and acknowledging our 

mistakes.
• We will be driven by our values of respect, honesty, compassion, courage, fairness, 

accountability and integrity.

To fulfill these commitments, we will undertake the actions described in this report, most 
notably:

• We will identify dedicated internal resources for our equity, diversity and inclusion work.
• With our partners and external experts, we will develop an anti-racism and equity 

strategy and apply that lens to all that we do.
• We will commission an external, independent review of the School Resource Officer 

(SRO) program.
• We will allocate funds to improving call response, with the goal of better outcomes for 

citizens in crisis.
• We propose to partner with the Calgary Police Commission and City Administration on 

a city-wide engagement process.
WE ARE COMMITED TO GETTING IT RIGHT.

OUR COMMITMENT
TO CALGARIANS

We realize this is a long journey. We acknowledge it will be hard to fundamentally 
challenge our systems while participating within them. It will take time to do it right.  
And we know progress will not be fast enough. These commitments are our priority.  
Not just now. From now on.
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In recent months, we have heard from many Calgarians and our employees 
about their experiences with the CPS. We appreciate the courage of those 
who shared their stories and raised their concerns so directly and publicly 
with us. 

We have long been committed to a community-based policing model that 
prioritizes engagement with Calgarians. Our employees have earned high 
levels of public trust and confidence with the community. Despite our best 
intentions, we have fallen short when serving the BIMPOC community.

• Police are not the appropriate first response for all calls relating to mental 
health and addictions.

• Police resources should be reallocated to focus on community safety, social 
services, and violence interruption.

• Defund the police and reallocate funding to community agencies; allow police 
to focus on police work.

• Explore new models of policing that address the changing needs of society.

• Remove police officers from schools and replace them with mental health and 
social supports.

What the police does and how, needs to be addressed:

WHAT WE HEARD

THE ROLE OF POLICE1

Through The City of Calgary’s public consultation and our own discussions 
with Diversity Advisory Boards and meetings with the community, we heard 
the following themes:
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IMPROVE ACCOUNTABILITY AND TRANSPARENCY

• Police conduct needs to have civilian oversight.
• Public complaints must be resolved quickly, and the outcomes must be 

transparent.
• Complaints and misconduct need to be reviewed by a third-party 

community member who has no affiliation or knowledge of policing 
practices. 

• The consequences for racist actions, on and off duty by an officer, need to be 
greater. 

• Continue use of body-worn cameras.
• Race-based data needs to be collected and shared.
• Evaluation of implicit bias and systemic racism and the efforts to get rid of 

them at CPS need to be ongoing. 
• Calls to Action from the Truth & Reconciliation Commission (TRC) and the 

National Inquiry on Missing and Murdered Indigenous Women and Girls 
(MMIWG) need to be implemented to further develop the relationship that 
CPS has with the Indigenous community.

Police behaviours and actions towards BIMPOC must be open to public scrutiny:

3

• Policies and procedures need to be changed in order to remove racial profiling, 
unreasonable and unwarranted use of force and harassment.

• Officers must be trained and re-certified on de-escalation skills and tactics. 

• Cultural sensitivity and awareness need to be taught to all CPS employees, relying 
on Diversity Advisory Boards for their insight and expertise. 

• All CPS employees should receive unconscious bias and anti-racism training 
throughout their career. 

• A trauma-informed lens needs to be applied to supports given to BIMPOC victims.

• The public must have access to complaints to the CPS on racially motivated 
actions of officers. 

• The lived experiences of BIMPOC need to be used as case studies to educate 
officers. 

Race should not be a barrier to fair and respectful treatment from CPS:

PROTECT THE PUBLIC FAIRLY AND EQUITABLY2
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• Calgary’s police service needs to look like the community it serves. 
• Diverse communities must be engaged in discussions about policing as a 

career.
• Data must be collected and shared about diversity in the workforce.
• Culturally appropriate supports must be available for BIMPOC/gender diverse 

employees.
• The voices of diverse employees need to be encouraged and listened to.
• Diversity and inclusion must be a part of day-to-day practices at CPS.
• Diversity Advisory Boards should be asked to assist with recruiting efforts. 

Diversity and inclusion cannot be an afterthought:

INCREASE WORKFORCE DIVERSITY AND INCLUSION

5

IMPROVE COMMUNITY ENGAGEMENT

• Citizen feedback needs to be encouraged and reflected in the actions that 
CPS takes. 

• The role of Diversity Advisory Boards needs to be strengthened to utilize their 
expertise. 

• Youth Advisory Councils should be established.
• CPS employees need to take part in community events to have better 

understanding and build relationships with those they serve. 
• The community needs to know what diversity, equity and inclusion efforts CPS 

is taking.
• Educational opportunities should be offered for new Canadians to learn 

about the role of police.
• Citizens should be offered more opportunities to observe officers interacting 

with the community, e.g. ride-along program.
• The community should have more opportunity to have dialogue with 

CPS to build awareness, trust and confidence, as well as providing a safe 
opportunity to discuss concerns.

Engaging with the community will ensure they are better served:

4

5
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SYSTEMIC RACISM
AT CPS
After listening intently to Calgarians sharing 
their stories and pain with us, it is our duty 
to honour what we heard by deepening our 
own understanding of systemic racism and 
how it manifests within the CPS. 

We have more learning and work to do as a Service to finalize our shared definition. 
We know that in order to take meaningful action to dismantle systemic racism, it 
is imperative that our entire Service, starting at the top level of leadership, have an 
understanding of what systemic racism is and how to identify it. 

“
How we define 
racism will determine 
how we battle it.
(Ijeoma Oluo, 2018)

OUR DEFINITION OF SYSTEMIC RACISM

 
“Systemic racism is embedded in policies, procedures and processes within an 
institution, based on negative beliefs, attitudes and ideologies towards racialized 
people that exclude, disadvantage or harm. These are reinforced by systems of power 
that create inequities, and no individual intent is required.”

- Calgary Police Service working definition of systemic racism.

After the July 2020 public hearings, our first step as a senior leadership team was to 
come together and collectively learn about, and come to terms with, systemic racism. 
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We understand that this is not about a few “bad apples,” and that intention in engaging 
in racism is not the focus, but rather it is the impact that it has on BIMPOC. Systemic 
racism is dictated by the system not our hearts. This is about a systemic problem 
that has been created over time that will require systemic remedies. As stated in a 
presentation by professor Colleen Sheppard in the Faculty of Law at McGill University, 

As we have deepened our understanding of systemic racism through ongoing training, 
research and engagement, we have also learned that individuals can be anti-racist 
working within, and despite, the systems and institutions that are systemically racist.

Rather than approaching discrimination from the perspective of the single 
perpetrator and the single victim, the systemic approach acknowledges that 
by and large the systems and practices we customarily and often unwittingly 
adopt may have an unjustifiably negative effect on certain groups in society3.

DEEPENING OUR UNDERSTANDING OF SYSTEMIC RACISM

We also understand that complacency in the system gives racism power and therefore, 
it is our responsibility to actively uproot systemic racism in order to dismantle it. As 
stated by Andrea A. Davis, chair of York University’s department of humanities and co-
ordinator of the Black Canadian Studies Certificate: 

Through this process, we also deepened our shared understanding of how systemic 
racism differs from overt discrimination in that no individual intent is necessary. 

It is important to understand that the idea of systemic racism is not about 
individual attitudes. It is about how society works. Good people can 
participate in systemic racism. Systemic racism reflects deeply embedded, 
hardly articulated, and often unspoken, assumptions about how the society 
should function and about people’s roles in the society1.

We have to acknowledge that racism can look like hate, it can look like what 
happened to George Floyd, but that’s only one way it shows up. It shows up 
in apathy, in silence, in ignorance, in the refusal to really learn....The reality 
is that racism is expressed not just as conscious acts of hate or violence, 
but it’s far more complex than that. It evolves out of a set of deeply rooted 
systems in our country. So deeply rooted that it might be easy to miss2.

 1 http://www.slaw.ca/2020/06/30/from-discrimination-to-systemic-racism-understanding-societal-construction/
 2 https://www.ctvnews.ca/canada/five-charts-that-show-what-systemic-racism-looks-like-in-canada-1.4970352
 3 https://www.cerp.gouv.qc.ca/fileadmin/Fichiers_clients/Documents_deposes_a_la_Commission/P-617.pdf

SYSTEMIC RACISM
AT CPS
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Organizations can have their own internal cultures, which, if not inclusive, can 
marginalize or alienate racialized persons. For example, an organization that values a 
particular communication style based on how people from the dominant culture tend 
to communicate may undervalue a different, but equally effective communication 
style used by a racialized person. Similarly, social relationships and networks that are 
an important part of success may sometimes exclude racialized persons.

The Ontario Human Rights Commission (OHRC) has provided a useful framework for 
understanding and identifying systemic racism within institutions and organizations.

This model will help us ensure that we are not unconsciously engaging in systemic 
racism. This takes vigilance and a willingness to monitor and review numerical data, 
policies, practices, decision-making processes and organizational culture. 

The model4 lays out three criteria that help us assess our systems: 

A FRAMEWORK TO GUIDE OUR EFFORTS

 
 
Numerical data such as statistics may show that racialized persons are not being 
equally treated by or within an organization. In some instances, numerical data 
will suggest that there may be systemic discrimination because too few racialized 
people are represented, for example in positions of leadership. In other situations, 
it may show that too many racialized people are represented, for example in police 
stops. 

Numerical data alone isn’t likely to be proof of systemic discrimination. However, it 
serves as an indicator or a “red flag” that there may be a problem. An organization 
may be able to challenge the data or show that there is a non-discriminatory 
explanation for the numbers.

 4 http://www.ohrc.on.ca/en/racism-and-racial-discrimination-systemic-discrimination-fact-sheet

NUMERICAL DATA1

POLICIES, PRACTICES AND DECISION-MAKING PROCESSES2

ORGANIZATIONAL CULTURE3

Formal and informal policies, practices and decision-making processes can result 
in barriers for and exclusion of racialized persons. The use of informal or highly 
discretionary approaches are particularly problematic as there is more room for 
subjective considerations, differing standards and biases to come into play. It is also 
important not to design policies, practices and decision-making processes in a way 
that does not account for individual differences or that uses the dominant culture as 
the norm.
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THREE CONSIDERATIONS WHEN IDENTIFYING SYSTEMIC RACISM

Numerical data

IMPACT

Organizational
culture

Policies, practices, and
decision-making processes

Overrepresentation and
 underrepresentation

Formal and informal that 
can result in barriers for 

the exclusion of racialized 
persons

Assess internal cultures for 
inclusion, marginalization

of racialized persons
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Our goal is to embed equity, value diversity and practice inclusion with our employees, 
so that they can deliver fair and equitable policing services to our diverse community.

WHAT WE WILL DO
The following sections outline our two-part response to the NOM by highlighting the 
actions that we will take to address systemic racism. Our commitments are guided by 
our values.

Achieving a vision of an anti-racist organization requires significant long-term 
commitment. By the end of 2020, we will identify dedicated resources to lead our Equity, 
Diversity and Inclusion work. We will be accountable through these resources to the 
development and implementation of our strategic approach to anti-racism and equity, 
which will inform our policies, practices, and training. 

The strategy will be developed collaboratively with the Calgary Police Commission, The 
City of Calgary, community partners, citizens, employees and through our participation 
on the City’s Anti-Racism Action Committee. Our strategy will be built from the strong 
foundation established by the efforts of our Diversity Resource Team (DRT), which 
has direct and consistent contact with community members from multiple cultural, 
geographic, religious, and sexually diverse backgrounds. It will be informed by the 
expertise of our seven volunteer community-based Diversity Advisory Boards, which 
are comprised of Calgarians from diverse communities. It will be lived out daily by our 
employees, through their numerous interactions with the public and various outreach 
and community policing initiatives. Every interaction that an employee of the CPS 
has with a member of the public is and should be an opportunity to build trust and 
understanding. 

Following the OHRC criteria, we are taking the following immediate actions as a start to 
our anti-racism and equity work.

MOTION PART 1: Anti-Racism Work Currently Underway 
and Contemplated Within the CPS
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Collection of Race-based Data

Collection of disaggregated race-based data in our interactions with citizens has been 
the subject of ongoing debate across Canada as there is little consistency in what race 
data is collected and how it is reported upon. We are committed to collecting race-
based data. Currently, our records management system and other databases allow for 
the collection of race-based data but the race categories differ across systems. Race 
is often not a mandatory field and the assignment of race is typically based on officer 
perception. A review of race-based data collection is underway and is being informed 
by recommendations from the Canadian Association of Chiefs of Police and Statistics 
Canada. This review will provide a consistent national approach to the race categories 
every agency uses for race-based data collection in accordance with the Canadian 
Charter of Rights and Freedoms guarantees, the Human Rights Act, the Alberta Bill of 
Rights, and the Freedom of Information and Protection of Privacy Act. Once consistent 
categories are established, we will engage our community partners, as well as other 
agencies, to determine best practices on how to record race and incorporate that into 
our reporting. Race information will become integrated into our monthly, quarterly and 
yearly reports as well as other CPS reports (officer contact, use of force, etc.) available 
on our website. It is important that these practices are evidence-based and reflective 
of community engagement in order to achieve meaningful changes to our policies, 
practices and procedures.

We will collect and report on disaggregated race-based data.
Citizen Data

The collection of employee data on race and ethnicity to inform strategies for the 
recruitment, selection, and advancement of employees has not been our common 
practice. A voluntary census of employees conducted in 2017 showed that of the 1,811 
responses (65.9 per cent of the employees), 11.4 per cent of employees identified as a 
visible minority. Of those respondents that held a supervisory role, 6.7 per cent identified 
as visible minority. 

As part of our commitment to identifying and addressing systemic racism, we will work 
closely with The City of Calgary to explore changes to our practices for the collection 
of disaggregated race-based employee data. In the short-term, we will conduct a 
voluntary census of employees by the end of Q1 2021. We will also leverage data from an 
ongoing voluntary survey of CPS applicants to inform our recruitment strategy. 

We will collect and report on disaggregated race-based employee data.

Employee Data

NUMERICAL DATA1
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Evaluation of the Body Worn 
Camera Program

We are the first major city in Canada to deploy body 
worn cameras to all frontline officers. As of May 2019, 
1,150 body worn cameras were issued. The Body Worn 
Camera Program is guided by five key principles:

1. Enhancing transparency, public trust and 
confidence.

2. Enhancing officer accountability and 
professionalism, and provide real-life training 
examples. 

3. De-escalating situations and reducing 
incidences of the use of force by and against 
the police by affecting the behaviour of 
individuals who are aware of the recording in-
progress.

4. Protecting officers from unfounded allegations 
of misconduct and increasing the efficiency of 
resolution of complaints against the police.

5. Improving evidence collection, documentation, 
and prosecution, including early-case 
resolution. 

 
After a full year of service-wide deployment of body-
worn cameras, we are undertaking an evaluation to 
ensure that we address what is working, what can be 
improved and how this technology best serves our 
community and our officers. Evaluation findings will 
be made public.

We will evaluate the Body Worn Camera Program 
and make the findings available to the public.
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We acknowledge the strong support for the SRO program by Calgary’s school boards. However, 
there has been a lack of evaluation data on the effectiveness of the program in achieving 
positive outcomes for all students. We will commission a comprehensive independent review 
of the SRO program. This review will commence before the end of 2020, and will apply an anti-
racism equity lens, incorporating data collected from school boards, teachers, and students, 
among others.

We have operated the SRO program since 1976. In 2020, the program is operating in 450 schools 
(including all of Calgary’s publicly funded schools), having a broad reach in the community. 
SROs provide mentorship and help schools to identify, assist and support youth when there is 
potential for them to get involved in conflict or be victimized. There have been questions from 
the community about whether SROs are appropriately trained to address student issues, and 
about the prioritization of SROs over other health and mental health supports that are currently 
under-resourced in schools. There is also a perception that SROs do not make BIMPOC students 
feel safe and are only assigned to racialized schools. The review will address these questions 
and we will take appropriate action based on the recommendations. 

We will commission an external, independent review of the School Resource 
Officer program.

School Resource Officer (SRO) Program

POLICIES, PRACTICES AND DECISION-MAKING PROCESSES2

We recognize that to fully effect change toward fair and equitable policing, a fundamental shift 
in the way we view use of force as a police culture is required. Over the last number of years 
we have heard clear concerns from the community about use of force and police misconduct. 
Following a number of officer-involved shootings, a review was conducted in 2018 by The 
Honourable Chief Justice Neil Wittmann, QC. This review resulted in 65 recommendations 
related to recruitment, officer education and training, use of force, mental health, culture, 
and organizational strategy. We have accepted all of the recommendations from the review, 
and have been making significant long-term changes, including the commitment of an Early 
Intervention Program for officers displaying elevated risk factors, mental health training for 
front-line officers, safer ways of arresting offenders in vehicles, and changes to policy and 
training especially in relation to de-escalation strategies and tactics.

The public continues to express serious concerns over the disproportionate use of force in 
interactions with racialized Calgarians. This requires a determination of its reasonableness, 
necessity, and proportionality. We are conducting a thorough review of our Use of Force Policy, 
with consideration to the Police Executive Research Forum (PERF)’s “30 Principles on Use of Force” 
– for instance, regarding the use of such tactics as Lateral Vascular Neck Restraint (LVNR).

We will review use of force policies, practice and culture.
Use of Force
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We have heard concerns from citizens regarding “carding.” We prohibit this practice, 
which is the arbitrary or random questioning of citizens and collection of personal 
information based solely on race and other prohibited grounds outlined in the Alberta 
Human Rights Act. 

We do conduct “officer contacts” (sometimes referred to as “street checks”), which 
gather information voluntarily through interactions between police officers and citizens 
for policing purposes. Officer contacts frequently stem from publicly generated calls 
for service, or through patrols of high crime or priority areas. Information is collected 
and stored as an “Info Post” (an electronic intelligence gathering form that records 
a person’s identification information and/or their circumstances at a particular time 
and place). All Info Posts are reviewed by the Intelligence Evaluation Unit (comprised of 
civilian employees) to ensure the information is legally obtained, collected without bias, 
and stored properly to protect the privacy of the citizens of Calgary. This unit ensures 
officers’ collection of information is in full compliance with the Charter of Rights and 
Freedoms, the Human Rights Act, the Alberta Bill of Rights, the Freedom of Information and 
Protection of Privacy Act, and CPS Fair and Impartial Policing practices. 

We appreciate concerns from the public around the lawfulness and fairness of this 
process. Though we regularly provide public reports on officer contacts, we commit 
to collecting and reporting accurate race-based data. We are actively participating 
in the development of the new Provincial Guidelines on Street Checks and will make 
any required changes to our existing policy. We will also look to enhance our recruit 
and officer training to ensure our employees understand the significance of trauma-
informed, respectful interactions with the public. 

We will collect and share disaggregated data on officer contacts.

Street Checks



THE CALGARY POLICE SERVICE COMMITMENT TO ANTI-RACISM, EQUITY & INCLUSION PAGE 017

Relationship with Indigenous Peoples

We will continue to address the Truth & Reconciliation Commission (TRC) Calls to 
Action and National Inquiry on Missing & Murdered Indigenous Women and Girls 
(MMIWG) Calls for Justice.  

Our relationship with the Indigenous community has strengthened over the years, 
most recently through work on our own Indigenous Roadmap. We understand that 
inter-generational trauma has been inflicted on them and that enforcement and 
incarceration are not the answers to addressing this trauma. The TRC’s Calls to Action 
and the MMIWG’s Calls for Justice have explicitly outlined what actions the police 
should take in order to effectively address the unique needs of our Indigenous Peoples. 

We are learning from our Indigenous community how we can best respond to these 
calls for action, how we can collaborate with community agencies to achieve this and 
how we can be champions for change. We will continue to advocate for and participate 
in court and diversion programs that provide opportunities to heal while addressing 
underlying physical, emotional and cultural traumas. We commit to continuing our 
work on addressing the police-related Calls to Action and Calls for Justice through our 
Indigenous Roadmap.
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Addressing systemic racism will require systemic remedies. We are committed to 
developing an anti-racism and equity lens to assess the Service’s policies, procedures 
and programs to ensure that equity and inclusion are embedded in this work moving 
forward. The recruitment and promotion processes, use of force and street check 
policies, and diversity training to address current barriers and limitations are a priority.

An anti-racism and equity lens is an analytical tool that will be used to assess how 
different groups of people may experience service provision, and be differently 
impacted by policies, programs, and initiatives across the CPS. This anti-racism and 
equity lens will be aimed at reducing and preventing inequities within the CPS and the 
services it provides to Calgary’s diverse communities. We will leverage the expertise 
of other organizations that have developed similar analytical tools to systematically 
address racism and other forms of inequity. We will work in partnership with the 
community to ensure our anti-racism and equity lens meets the needs of our Service 
and the diverse communities we serve.

To effectively address systemic racism at the CPS and serve the needs of our diverse 
community, a transformation of the organizational culture where all employees feel 
welcomed and valued and can contribute their best success to the Service is required. 
There is an extensive body of literature that investigates the challenges and barriers 
to career development and advancement for underrepresented groups in policing 
and other institutions. We must understand the impact of implicit/unconscious bias, 
dominant organizational culture, and systemic inequities in employment policies and 
procedures.

We will apply an anti-racism and equity lens to all that we do.

ORGANIZATIONAL CULTURE3

Development and Application of an Anti-Racism and Equity Lens
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When police misconduct occurs, we know that the process to investigate, as well as 
the framework to discipline officers when warranted, takes too long and does not 
always result in a satisfactory resolution to the victim, the community or police officers. 
There are also concerns about complaints being investigated internally and “police 
investigating police.” 

We understand the incredible frustration that the complaint investigation process 
causes. We uphold the principle that those who are responsible to enforce the law must 
also be accountable for adhering to it. That is why we are committed to faster resolution 
and greater accountability and transparency about police misconduct to increase 
public trust and confidence. Under the leadership of a civilian Executive Director, the 
Professional Standards Section, which oversees internal investigations of misconduct, 
will continue implementing reform measures. These include increased transparency of 
disciplinary matters, triaging cases, enhanced training for investigators and supervisors, 
and civilianization of key positions.

Some of the aforementioned issues relate to limitations in the Police Act, which we are 
legislated to follow. We are equally frustrated with having to work within the parameters 
of an outdated act that needs modernization. With the Alberta Association of Chiefs of 
Police, we are advocating to the provincial government to amend the act to ensure a 
more satisfactory process for complainants and the community. Proposed changes will 
establish timelines for quicker investigations, impartial investigations, more resolution 
options, and clarify when an officer can be relieved from duty without pay. 

We will have a civilian Executive Director to oversee the complaints process and 
modernize the Professional Standards Section to improve transparency and 
accountability. 

We will report public complaints related to allegations of racism and discrimination 
to the public through the Calgary Police Commission.

The Complaints Process
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We will allocate funds to improve call response with the goal of better outcomes for 
citizens in crisis. 

We propose to partner with the Calgary Police Commission and City Administration on a 
city-wide engagement process.
We have heard calls from citizens to defund the police or re-define our role to ensure the most effective 
and appropriate services are deployed, to support citizens dealing with challenging circumstances 
due to homelessness, mental health or addictions issues. We are in agreement with the community 
that better models of systems integration involving health, social services, justice, and policing could 
produce better outcomes and reduce demand on police.

We want to work with the public and all orders of government to determine the future of policing. We 
must ensure there are no gaps in service for our most vulnerable citizens and reduce over-reliance on 
police. We propose to partner with the Calgary Police Commission and City Administration on a city-
wide engagement process to discuss how, as a city, we can build a just and fair model that looks past 
traditional policing to a more holistic approach to community safety and well-being.

We will make a financial investment, reallocating resources from our existing budget to work with 
community partners to develop alternative ways to respond to Calgarians in crisis. We propose to 
leverage the existing Community Action on Mental Health and Addiction Strategic Framework and 
initiative. We support the expansion of mental health partnership models like Police and Crisis Team 
(PACT) and Mobile Response Team (MRT), increased funding to alternatives to police response 
programs like Downtown Outreach Addictions Partnership (DOAP), and earlier triage of mental health 
calls.

Further conversations are necessary to clarify the stewardship of these reallocated funds, which could 
be used for new pilot programs, initiatives or partnership programs, as well as to potentially bolster 
existing partnership work that has a track record for success. 

Our recent Service Optimization Review (SOR) revealed that serving Calgarians within our existing 
model would require more police officers and greater per capita funding. This is unreasonable not only 
with current economic constraints but with a call for greater attention for us to deliver services better 
aligned with our mandate. As the budgets of our partners have been reduced through cuts at various 
orders of government, we have taken on calls for service that have been outside the original mandate 
of public safety. We want to work with the public and all orders of government to determine the future 
of policing. We must ensure there are no gaps in service for our most vulnerable citizens and reduce the 
overreliance on police.

Our next steps will be determined by the collective vision we all have for our city. Our intent and our 
impact need to align so that we are in lockstep with the citizens we have the honour of serving. The 
status quo is not the way forward, and we value collaboration with The City of Calgary, our partners, and 
citizens in charting the path for the future. We will be relentless in our pursuit of getting it right.

MOTION PART 2:
Plans for Engaging in a Broader Conversation 
with the Community on the Future of Policing  
in a Diverse City
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CONCLUSION
We must do better. We recognize that as a police service, we have a greater duty of 
care to ensure systemic racism is not part of our organization. The steps we take today 
and, in the future, can fundamentally change policing in our city. Systemic racism is not 
new, but the conversations we have had recently are unprecedented. This moment is 
bigger than one person and one institution: It is about all of us.

We want to acknowledge the excellent work and commitment our employees have to 
serving the community. While the system has not been perfect, and we have not been 
perfect, we would be remiss not to acknowledge the progress made to date. 

This path we are on requires acceptance of the discomfort we may feel in applying a 
critical lens to every aspect of our work. It also requires us all to listen and learn from 
each other and from voices that have not been afforded the opportunity to be heard 
before now. These conversations will be ongoing and honest, with a common pursuit of 
understanding and respect.

An anti-racism and equity lens must be rooted in all that we do, including our 
internal training, community engagement, recruiting processes, operational policies, 
programming and service delivery. 

We will only know if progress is being made when we set clearly defined outcomes 
and appropriate measurements to determine if we are on the right path. Through this 
process we will rely on our community, our employees, the Calgary Police Commission, 
and Calgary City Council to keep us accountable and transparent.  

We are duty bound to the public we serve, the community we live and serve in, to 
ourselves and each other, to create a community that is safe, diverse, inclusive and 
inspired. The demands on policing, however, will only increase. How and who we work 
with to respond to these demands is critical to positive outcomes for our community. 

Recent events, including the murder of George Floyd, have galvanized people around 
the world who rightfully demand equity, justice, respect and professionalism from all 
the public organizations that serve them. Our response today sets the course for the 
future. We commit to moving forward guided by our values of honesty, integrity, respect, 
fairness, compassion, courage and accountability. 


