WINDSOR POLICE SERVICE BOARD

POLICY
Police Name: Human Resources Policy Policy Number: HR-001
Responsible Manager: Administrative Review Schedule: Effective Date:
Director WPSB 3years September 1, 2024
Repeals: Policy HR-01 May 19, 2022 Reporting: Next Review Date:
September 2027

1. PREAMBLE:

1.1 AS subsection 37 (1) of the Community Safety and Policing Act, 2019, 8.0. 2019, c. 1, Sched. 1,
(“CSPA”) provides that a Board shall provide adequate and effective policing in the area for which it has
policing responsibility as required by Section 10 of the CSPA;

1.2 AND AS subsection 38 (2) of the CSPA provides that a Police Service Board may establish policies
respecting matters related to the Police Service or the provision of policing;

1.3 AND AS the Board is committed to establishing policies that respect effective human resource

planning.
THE WINDSOR POLICE SERVICE BOARD ADOPTS AS FOLLOWS:

2. DEFINITIONS:
2.1 “Act” or “CSPA” means the Community Safety and Policing Act, 2019, S.0. 2019, c. 1, Sched. 1,

and amendments thereto.
2.2 “Board” means the Windsor Police Service Board.

2.3 “Chief of Police” or “Chief” means the Chief of the Windsor Police Service.

2.4 “Service” means the Windsor Police Service.



3. POLICY:
With respect to human resource governance, the Board shall establish the following internat
processes;
3.1 Annually elect a Human Resources Commiittee in accordance with the Board Procedural
By-Law;
3.2 Annually review and recommend compensation for the Chief of Police and Deputy Chiefs;
3.2 Annually review the performance of the Board’s Administrative Director;
3.3 Annually review the performance evaluation process for the Chief of Police and Board
Administrative Director, and recommend changes if necessary;
3.4 Review and approve all strength increases and strength decreases of the Windsor Police
Service;
3.5 Acknowledge all retirements of the Windsor Police Service during public session Board
meetings;
3.6 Communicate on a regular basis with representatives of other large Police Service Boards
in the Province to stay abreast of trends and strategies in collective bargaining;
3.7 Create internal directives as needed related to the oversight and governance of the Windsor
Police Service in the area of Human Resources.

4, DIRECTION TO THE CHIEF:
4.1 The Chief of Police shalt ensure that human resource reporting is timely and accurate. In
addition, the Chief of Police shall ensure compliance with alt human resource related

legislation and reporting requirements.

5. IMPLEMENTATION:
5.1 Policy HR-01 and any other policies, sections of policies of the Board inconsistent with the
provisions of this Policy are hereby repealed effective August 29, 2024.

5.2 This Policy shall come into force on September 1, 2024,

ADOPTED AND PASSED this 29" day of August 2024

WIND ORP LI ERVICE BOARD

Drew Ditkens, Chan’ Norma Coleman, Administrative Director

Date: 3&;(/7 3/71/ Date: é{ﬁﬁ; é %01%




WINDSOR POLICE SERVICE BOARD
POLICY

Policy Name:
Process of Selecting Chief and
Deputy Chiefs

Policy Number:
HR-002

Responsible Manager:
Administrative Director

Review Schedule:
3 Years

Effective Date:
September 1, 2024

Repeals: HR =02, July 22, 2021

Reporting:

Next Review Date:

September 2027

PREAMBLE:

1.1 AS subsection 37 (1) of the Community Safety and Policing Act, 2019, S.0. 2019, c. 1, Sched. 1,
(“CSPA”) provides that a Board shall provide adequate and effective policing in the area for which
it has policing responsibility as required by Section 10 of the CSPA;

1.2 AND AS subsection 38 (2) of the CSPA provides that a Police Service Board may establish
policies respecting matters related to the Police Service or the provision of policing;

1.3 AND AS O. Reg. 392/23: Adequacy and Effective Policing (General) (“the Adequacy
Regulation”) prescribes standards for adequacy and effectiveness of police services;

1.4 AND AS subsection 37 (1)(d) provides that a police service board shall recruit and appoint the
chief of police and any deputy chief of police and determine their remuneration and working
conditions, taking their submissions into account;

1.4 AND AS the Board deems it expedient to enact this Policy to ensure that the process of
selecting the chief of police and any deputy chief of police is fair, transparent, equitable and
consistent;

THE WINDSOR POLICE SERVICE BOARD ADOPTS AS FOLLOWS:



DEFINITIONS:

2.1 “Act” or “CSPA” means the Community Safety and Policing Act, 2019, §.0. 2019, ¢. 1, Sched. 1,
and amendments;

2,2 “Board” means the Windsor Police Service Board;

2.3 “Chief” means the Chief of Police of the Windsor Police Service;
2.4 *Deputy" means the Deputy Chief of the Windsor Police Service;
2.74“Service” means the Windsor Police Service.

POLICY:

3.1 The Board is committed to ensuring the effective management of the Windsor Police Service
by its leadership.

3.2 The Board is committed to ensuring that the recruitment and appointment process for the
Chief of Police and any Deputy Chief of Police is fair and transparent.

3.3 The Board is committed to ensuring that there is a good working relationship between the
Board and the Chief of Police and any Deputy Chief of Police.

3.4 The Board expects the Chief of Police and any Deputy Chief to serve as role modaels for Service
Members, demonstrating the values and principles of the Service.

3.5 The Board will place emphasis on Chief or Deputy’s ability to represent the Service’s values, to
communicate effectively with Service Members, Board Members and the public, as well as on
their professional excellence.

3.6 The Board is committed to recruiting and selecting individuals for the Chief of Police and
Deputy Chief of Palice positions who are the most qualified based on an assessment of their
demonstrated skill, competence, experience, training, education and ability to meet the job
requirements.

3.6.1 Otherimportant criteria in the selection process includes: candidates who share the
philosophy, vision, mission and mandate of the Service. Candidates for these positions
may be from current Windsor Police Service members or from an outside Service.

3.7 The Board provides equitable treatment and accommodation to ensure barrier-free
employment in accordance with the Ontario Human Rights Code and the Accessibility for
Ontarians with Disabilities Act. Any candidate may request accommodation related to the
protected grounds at any stage of the hiring process - application, assessment, and placement.



4,

PROCEDURE:
4.1 RECRUITMENT

4,1.1 The Board shall determine the method of recruitment - full recruitment, internal
recruitment or by appointment - by which a vacancy of Chief of Police or Deputy is to be
filled.

4.1.2 The Board will ensure that the recruitment process is consistent with the Board’s
Equity, Diversity and Inclusion Plan, to ensure that the selection of candidates is free from
bias or prejudice on the grounds of race, sex, place of origin, sexual orientation, age,
disability and socio-economic status, and to ensure that the candidates selected will
uphold the values expressed in the plan.

4.2 The Board may choose, at its discretion, to undertake a recruitment based on the priorities
and needs of the Service as determined by the Board in one of the following ways:

4.2.1 Afull recruitment and selection process which is both internal and external in nature.

4.2.2 Limit the advertisement of the position to candidates within the Windsor Police
Service only.

4.2.3 Outright appointment of a candidate to the position.

4.3 If the Board decides to undertake an appointment process, the Board should ensure persons
to be appointed:

4.3.1 Meet each essential qualification of the position as determined by relevant
legislation, past and current position requirements and all relevant policy.

4.3.2 Meet any operational requirements and/or current organizational needs.

4.4 Should the Board decide to undertake a full competitive recruitment and selection process,
the following procedures will be followed:

4.4.1 The Board will establish the requirements for the positions of Chief of Police and
Deputy Chief of Police by which the position posting shall be created and candidates will
he assessed. These will include:

a) A list of sssential qualifications and experience necessary for consideration for
the role of Chief of Police or Deputy Chief of Police.

b) A list of competencies that shall be used to screen candidates, develop interview
guestions and assess candidates.

4.4.2 Recruitment for the position of Chief of Police or Deputy Chief of Police will be
posted internally within the Windsor Police Service and externally on various online job
boards and appropriate publications.

4.4.3 All candidates, whether internal or external, will be treated in the same manner and
proceed through the same objective process.



4.4.4 The Board will determine the composition of the Selection Committee. The Board
may also engage an external recruitment service to support any step in the recruitment and
selection process.

4.4.5 The role of the Selection Committee will be to develop the job posting based on the
skills, experience and competencies established by the Board. They will screen
candidates, develop interview questions, interview and assess candidates, and conduct
reference checks of identified candidates.

4.4.6 Allindividualis of the Selection Committee will be instructed on the importance of
recognizing biases, the purpose and components of the objective recruitment process, and
the structured screening and interview process.

4.4.7 The Board may engage a third-party to consult the public with respect to the gualities
and characteristics of a new Chief of Police or Deputy Chief of Police to assistin the
development of the job posting and subsequent interview questions.

4.5 APPLICANT SCREENING

4.5.1 Applicants will be screened based on the selection criteria outlined in the job
posting. Those that meet the criteria will be invited to continue in the recruitment process
including in-person interviews,

4.5.2 Individuals selected for interviews will be required to submit a completed Attestation
Form which will ensure a full review of the work history and identify any areas for further

review.
4.6 INTERVIEW PROCESS

4.6.1 Structured interviews will be conducted by the Selection Committee using
predetermined interview questions for all candidates. The goal of this objective
assessment is to confirm experience and education, other complementary skilts, and
overall values that align with the Windsor Police Service based on the competencies and
qualifications contained in the position posting.

4.6.2 There will be a mixture of behavioural and situational interview guestions that will be
designed to determine the candidate’s suitability to assume a leadership role within the
Service. The same questions will be used for each candidate interviewing for the same

position.

4.6.3 The candidate’s Attestation Form will be reviewed with them as part of the interview
process. Any areas of concern will be identified and may generate additional questions.
These questions will be compliant with the Hurman Rights Code and other relevant
legislation.

4.6.4 If required, a second interview may be scheduled with short-listed candidates. This
interview may be informed with behavioural assessments previously conducted with short-
listed candidates.



4.7 REFERENCE CHECKS

4.7.1 Confidential reference checking will be conducted and may include a candidate’s
current commanding officer, former commanding officer, colleagues or subordinates. The
identification of references will be done in a manner that does not adversely impact the
candidate’s current employment. A candidate may also be requested to provide recent
performance evaluations, commendations, or records of discipline as part of the overall
assessment of their suitability for the position.

4.8 SELECHON

4.8.1 Upon compiletion of the recruitment, interview and reference check process, the
Selection Committee will make a recommendation to the Board. The final decision rests
with the Board. An offer of employment will be drafted by the City of Windsor Legat and
Human Resources Departments and will be presented to the candidate(s).

5. IMPLEMENTATION

5.1 Policy HR-02, July 22, 2021 and any other policies, sections of policies of the Board
inconsistent with this Policy are repealed effective August 29, 2024.

6.2 This Policy shall come into force on September 1, 2024,

ADOPTED AND PASSED THIS 29" day of August 2024

WINngR POLICE SERVICE BOARD

Drew M(ens, l({hair NormE Coleman, Administrative Director
Stk s 2y etz amay
Date: D

ate:




POLICY

WINDSOR POLICE SERVICE BOARD

Policy Name: Chief of Police
Performance Evaluation System

Policy Number:
HR-003

Responsible Manager: Administrative
Director

Review Schedule:
Every 3 Years

Effective Date:
September 1, 2024

Repeals: HR - 03

Reporting:

Next Review Date:

September 2027

PREAMBLE :

1.1 AS subsection 37 (1) of the Community Safety and Policing Act, 2019, S.0. 2019, c. 1,
Sched. 1, ("CSPA”) provides that a Board shall provide adequate and effective policing in the in
the area for which it has policing responsibility as required by Section 10 of the CSPA;

1.2 AND AS subsection 37 (1) (d) of the CSPA provides that a Police Service Board shall
recruit and appoint the Chief of Police and Deputy Chief of Police, and determine their
remuneration and working conditions taking their submissions into account;

1.3 AND AS subsection 37 (1) (f) and (g) of the CSPA provides that a Police Service Board
shall monitor the Chief of Police’s performance and conduct a review of the Chief of Police’s
performance at least annually in accordance with the regulations made by the Minister, if any;

1.4 AND AS the Board deems it expedient to pass a policy to establish process for the Chief of
Police Performance Evaluation System to provide a framework for discussing and monitoring
the Chief's performance against expected job outputs and the achievement of results;

1.5 AND AS the Board expects the Chief of Police to achieve significant results each year, and
in so doing, to improve the quality of policing to the citizens served by the Windsor Police
Service;

THE WINDSOR POLICE SERVICE BOARD ADOPTS AS FOLLOWS:



2.

DEFINITIONS:

2.1 “Act’ or “CSPA” means the Community Safety and Policing Act, 2019, S.0. 2019, ¢. 1,
Sched. 1, and amendments;

2.2 "Board” means the Windsor Police Service Board;

2.3 “Chief’ means the Chief of Police of the Windsor Police Service;
2.4 "Service” means the Windsor Police Service.

POLICY:

3.1 The Board recognizes that reviewing the performance of its Chief of Police is an important
governance responsibility legislated by the Act, and that it is integral to the Board's strategic
planning process and good governance of the Police Service.

3.2 The Board is committed to establishing and participating in a Performance Evaluation
System for its Chief of Police that promotes individual excellence and increases mutual
understanding and communication between the Board and the Chief of Police.

3.3 Ideally, the formal assessment will ensure open communication is maintained and the
wellbeing of the Police Service is fostered through mutual trust and planning. Furthermore, the
Board expects the Chief to achieve significant results each year, and in doing so, to improve
the quality of policing services to the citizens of the City of Windsor.

3.4 Additionally, less formal but progressive periodic discussions should be maintained with the
Chief throughout the annual review period to keep abreast of histher performance and provide
an opportunity for mutual input.

3.5 The goals of the Performance Evaluation System are to provide the Board with a formal
opportunity to assess the results achieved by the Chief of Police in implementing the Board's
Strategic Plan and specific objectives set at the beginning of each annual review period.

GENERAL PRINCIPLES:

4.1 A Performance Evaluation System is an annual requirement intended to support and
reinforce the achievement of the strategic priorities, goals and objectives outlined in the
Board's Strategic Plan and general expectations that the Board has of its Chief of Police.

4.2 The Performance Evaluation System consists of four components:

(a) The Position Description for the Chief of Police;

(b) A Performance Plan that sets out the objectives and expected accomplishments for
the year under review,

(c) A Performance Evaluation Rationale and Instructions document; and

(d) A Performance Evaiuation Questionnaire.



5. PERFORMANCE MANAGEMENT PROCESS: (Appendix "A”)
5.1 Setting Annual Objectives

5.1.1 Annually in December, the Chief of Police sets objectives for the upcoming
year. Objectives are required to align with the Windsor Police Service's Strategic
Plan, principles, and goals.

5.1.2 Each objective includes a concise description, milestone deliverables
throughout the year, a measure of success for each milestone, and a timeframe
for each milestone to be completed.

5.1.3 Objectives are input directly in the performance tool.

5.2  Approval of Objectives (January)

5.2.1 Board reviews, discusses, and finalizes the Chief of Police's annual

objectives.
5.2.2 Board Chair and the Chief of Police sign-off on the objectives.

5.3 Self-Assessment {(February)

5.3.1 Chief of Police completes self-assessment on the previous year’s
objectives.
5.3.2 An assessment is completed for each objective and is completed utilizing
the performance toaol.
5.3.3 For each objective/assessment the Chief includes the following
information: '

a) A proposed rating.

b) Rationale for the rating.

¢) Additional evidentiary documents, reports, or analysis to support the

self-assessment.
5.3.4 In preparation for the Chief's annual performance review, the Board
refreshes itself on the tools and processes involved fo assist in executing the
evaluation:

a) Competency dictionary.

b) Competency indicators.

¢) Annual performance evaluation guidelines.

d) Setting and evaluating S.M.A.R.T. objectives guidelines.

e) Performance management program process PowerPoint.

5.4 Annual Performance Review (February)

5.4.1 The Board reviews the Chief of Police’s self-assessment and supporting
evidentiary material for each individual objective.

5.4.2 The Board either accepts the Chief of Police’s self-assessed rating or
applies a different rating with rationale.



5.4.3 The final rating for each objective that is input into the tool under the Chief
of Police or Board Year-End Assessment, feeds directly into the rating and sign-

off sheet within the tool.
5.4.4 The rating and sign-off calculates the final total rating.

5.5 Individual Development Plan (March)

5.5.1 Following the Chief's Performance Review, the next optional step can be to
develop an Individuai Development Plan {IDP) if requested by the Board.

5.5.2  The IDP is structured to highlight areas of strength and improvement for the Chief
of Police relative to the competencies.

5.5.3  The Chief of Police sets competency development objectives.

554  The tool provides a mid-term and full-term review.

555  Depending when {and/if) the IDP is completed and after the Chief of Police has
had their performance evaluation with the Board, the mid and full-term review

points could vary throughout the year.
556 The IDP is not meant to be an annual tool but a progressive tool for both parties

to continually review and assess the Chief of Police’s progression.

56 Mid-Year Performance Review (June-July)

5.6.1 The mid-year review is intended to highlight any areas in which the Chief of Police
is not meeting or experiencing challenges meeting his/her objectives.
5.6 2 The form requests that the Chief of Police lists:

(a) The challenges and barriers they faced,

(b) Mitigation efforts to remove the risk of completion;

(c) Expected time to be back on track;

(d) Any resource requirements needed to support the successful completion of

the objective.
5.6.3 The Chief of Police initiates the review and sets up a time to discuss with the

Board following which both parties sign-off on the review.

6. IMPLEMENTATION:

8.1 Policy HR-03, and all other policies, sections of policies inconsistent with this policy are
repealed effective August 29, 2024,

6.2 This Policy shall come into force on September 1, 2024.

ADOPTED AND PASSED this 29th day of August 2024.



THE WINDSOR POLICE SERVICE BOARD

Drew Mkens,VChair

Date: = 5 )'ZL,L

Attachment (1)

“Nossnal (rternan)

Ndrrﬁa Coleman, Administrative Director

Date: &M ; @;@52%




WINDSOR POLICE SERVICE BOARD
POLICY

Police Name: RESPECTING RIGHT TO Policy Number: HR-004
DISCONNECT FROM WORK

Responsible Manager: Administrative Review Schedule: Effective Date:
Director WPSB 3 years September 1, 2024

Repeals: Policy HR-04 May 19, 2022 Reporting: Chief annual Next Review Date:

report to the Board as September 2027
per Section (6)

1.

PREAMBLE:

1.1 AS subsection 37 (1) of the Community Safety and Policing Act, 2019, S.0. 2019, c. 1, Sched. 1,
(“CSPA”) provides that a Board shall provide adequate and effective policing in the area for which it has
policing responsibility as required by Section 10 of the CSPA;

1.2 AND AS subsection 38 (2) of the CSPA provides that a Police Service Board may establish policies
respecting matters related to the Police Service or the provision of policing;

1.3 AND AS an amendment was made to the Employment Standards Act, 2000 (the ESA), specifically Bill
27, the Working for Workers Act, 2021 which introduced a new requirement for employers in Ontario to
have a written policy on disconnecting from work for all employees covered by the ESA;

1.4 AND AS subsection 3 (5) 10 of the ESA provides that the ESA does not apply to Police Officers;

1.5 AND AS it is the responsibility of the Chief of Police of the Windsor Police Service to administer the
policing services of the City of Windsor in accordance with the policies, priorities and objectives
established by the Windsor Police Service Board;

1.6 AND AS it is the responsibility of the Chief of Police to develop the necessary procedures to ensure
compliance with Board policies and effective operations of the police service.

THE WINDSOR POLICE SERVICE BOARD ADOPTS AS FOLLOWS:



2,

DEFINITIONS:
For the purpose of this By-taw, the following definitions apply:

2.1 “Act” or “CSPA” means the Community Safety and Policing Act, 2019, 5.0. 2019, ¢c. 1, Sched. 1,
and amendments thereto.

2.2 "Board” means the Windsor Police Service Board.
2.3 “Chief of Police” or "Chief” means the Chief of the Windsor Police Service.
2.4 “Service” means the Windsor Police Service.

2.5 "Scheduled Hours of Work” means the schedule or start and end time for a unit/division as set
out by senior manageiment, based on operational requirements and in accordance with a Member’s
terms and conditions of employment, applicable collective agreements and/or their minimum
statutory entittements under the ESA,

2.6 "Disconnecting from Work” means not engaging in work-related communications, including
emails, telephone calls, video calls or the sending or reviswing of other messages, so0 as to be free
from the performance of work.

POLICY:

3.1 The Board values the health and well-being of its employees. Disconnecting from work as
appropriate is vital to a person’s well-being and helps employees achieve health and sustainable
work-life integration. Disconnecting from work as appropriate also enables employees to work
more productively during their assigned working hours and reduces the liketihood of employee
exhaustion.

3.2 This Policy is required to be compliant with an amendment to the Employment Standards Act,
2000 (the ESA), specifically Bill 27, the Working for Workers Act, 2021, which intrcduced a new
requirement for employers in Ontario to have a written policy on disconnecting from work for all
employees covered by the ESA.

3.3 In recognition of the distinct statutory and common law duties of Police Officers employed by
the Board, this Policy applies only to Civilian Members to whom Part VII.0.1 of the Employment
Standards Act, 2000 (the ESA) applies.

3.4 It is the policy of the Board to support the Civilian Members of the Windsor Police Service and
Board Staff (collectively, “Member” or “Members”) in disconnecting from work outside of their
normal working hours where appropriate.

3.5 The purpose of this policy is to set out the parameaters of disconnecting from work for Civilian
Members and Board Staff in accordance with the ESA, the collective agreements in force between
the Board and the Windsor Police Association and the Windsor Police Senior Officers’ Association,
and any other terms and conditions of employment with the Board.



4,

GUIDING PRINCIPLES:

4.1 The Board commits to promote and support efforts top maintain the health and well-being of
Members through the provision of relevant programs, information and/or training with respect to
Disconnecting from Work when appropriate.

4.2 A Member’s ability to disconnect from work depends on the Board’s or Service’s operational
needs, and the Board's legal responsibility for the provision of adequate and effective policing, as
well as the duties and obligations of a Member’s position, subject to the terms and conditions of
the Member’s employment with the Board, applicable collective agreements, and/or their minimum
statutory entitlements under the ESA,

4.3 This Policy does not preclude any Member from contacting another Member outside of what
may be considered normal working hours or standard business hours, subject to any rights or
entitlement the receiving Member may have under the terms and conditions of their employment,
applicable collective agreements, and/or their minimum statutory entitlements under the ESA.

4.4 The Board recognizes that there are situations when it is necessary for Members to perform
work or communicate with another Member outside their Scheduled Hours of Work, including but
not limited to, the following circumstances:

a) Where emergency or exigent circumstances arise, with or without notice

b} To assist or fiil in at short notice for a Member;

¢} Where the nature of a Member’s duties require work and/or work-related
communications outside of their Scheduled Hours of Work;

d) Unforeseeable business or operational reasons;

e) A Member’s request or agreement to work certain hours or have flexible working hours;
and

f} Other unusual circumstances which are inherent to a Member’s position.

4.5 This Policy does not afford Members a “right to disconnect” or a “greater right or benefit”
beyond what is contained within the terms and conditions of their employment, applicabte
collective agreements, and/or their minimum statutory entitlements under the ESA,

4.6 The Board, Service and Service Members will work together to assist Members in disconnecting
from work outside of their Scheduled Hours of Work as appropriate and in accordance with this
Policy.

4.7 HANDHELD AND WORK DEVICES:

The Service may provide some Members with handheld devices, such as mobile phons, laptop,
tablet, or other device as determined by Service procedures. Possession of these devices does not
mean that a Member is expected to make themselves consistently available for work or work-
related communications outside normal working hours, subject to the Service's operational needs
and the duties of a Member’s position and subject to any rights or entitlements the Member may
have under their terms and conditions of employment, applicable collective agreements, and/or
their minimum statutory entitlements under the ESA.



5.

4.8 EMAIL AND AUTOMATIC REPLIES

Members’ Scheduled Hours of Work differ within the Service: As a result, some Members
may attend to work-related communications outside of other Members’ Scheduled Hours
of Work. Where this is the case, the sender will consider the timing of their communications
and understand that the recipient is generally not expected to respond until their return to
work at the earliest, subject to the circumstances detailed above. Members should activate
an automatic e-mail response whenever taking vacation or leave from work. The automatic
response will be sent to all incoming email communications and should advise the sender
that the recipient is absent from work, the start date and end date of the recipient’s absence
and provide alternate contact information.

DIRECTION TO THE CHIEF:

5.1 PROCEDURES

5.1.1 The Chief shall develop and maintain processes and written procedures to ensure
that Management and Service Members are able to disconnect from the workplace at
appropriate times and in accordance with this Policy and any further
direction/recommendations by the Ministry of the Solicitor General through its All Chiefs
Memeorandums on this new requirement in the ESA for a ‘right to disconnect’ policy.

5.1.2 The said procedures shall ensure that Management takes all reasonable steps to
assist Service Members under their managerment to disconnect from the workplace outside
of their normal working hours as appropriate and in accordance with this Policy.

5.2 COMMUNICATION OF POLICY AND RELATED INFORMATION

5.2.1 The Chief shall ensure that:

a) All new Members are provided with a copy of this Policy and Service procedures
within 30 days of a Member's hire dats;

b) All existing Members are provided with a copy of this Pollcy and Service
procedures, and any amended versions, within 30 days of approval or amendment;
and _

c) Al Members are provided with information regarding their Standard Hours of
Work given the nature of their work, and any other information required to assist
Members with complying with this Policy and Service procedurss.

5.2.2 Promote efforts to maintain the health and well-being of Members through the
provision of relevant programs, information and/or training with respect to Disconnecting
from Work when appropriate, in line with the Guiding Principles of this Policy.

5.2.3 The Chief shall ensure that any prograims, information and/or training related to
Disconnecting from Wark include:

a) Clearly articulated Scheduled Hours of Work for ail Members, including
parameters and expectations for contact outside of their Scheduled Hours of Work;
b} Clear and specific obligations for the Service, its Management, its Members to
ensure that everyone will work together in order to Disconnect with Work where



possible and appropriate, in accordance with the Guiding Principles of this Policy;
and

c) Tools, supports and resources to assist Management and Members in
Disconnecting from Work at appropriate times, including through the use of
avaitable technology (i.e. out of office messaging on Service-issued phones and
computers).

5.3 EMPLOYER RECORD KEEPING REQUIREMENTS

5.3.1 The Chief shall ensure that a copy of every written policy or procedure on
disconnecting from work that was required by the ESA is retained for three years after the
policy is no longer in effect.

6. REPORT TQ THE BOARD:

6.1 The Chief of Police shall provide the Board with a written report on an annual basis in respect

of disconnecting from work. The report shall include:

a) a summary of the written procedures concerning the right to disconnect from
work; and
b) confirmation of Service compliance with the said procedures.

7. IMPLEMENTATION
7.1 Policy Number HR-04, and all other policies, sections of policies of the Board inconsistent with
the provisions of this Policy are hereby repealed effective August 29, 2024,

7.2 This Policy shall come into force on September 1, 2024.

ADOPTED AND PASSED this 29th day of August 2024

WINDSOR POLIGE SERVICE BOARD

Do Orlo mar

Dre%i[kenl‘s/, Chair Norm\a Coleman, Administrative Director

Date: &;{)‘J 3 }Zkr{ Date: . 0




WINDSOR POLICE SERVICE BOARD
POLICY

Policy Name: ELECTRONIC MONITORING Policy Number:

OF EMPLOYEES HR-005

Responsible Manager: Administrative Review Schedule: Effective Date:

Director WPSB 3 Years September 1, 2024

Repeals: Directive Number: HR- 05 Reporting: Chief annual Next Review Date:
report to the Board as per | September 2027
Section 6

1. PREAMBLE

1.1 AS subsection 37(1) of the Community Safety and Policing Act, 2019, S.0. 2019, c. 1, Sched. 1,
(“CSPA”) provides that a Board shall provide adequate and effective policing in the area for which it
has policing responsibility as required by Section 10 of the CSPA;

1.2 AND AS subsection 38 (2) of the CSPA provides that a Police Service Board may establish
policies respecting matters related to the Police Service or the provision of policing;

1.3 AND AS Parts VII.01. and XI.1 of the Employment Standards Act, 2000 (the ESA), requires all
employers in Ontario to have a written policy for all employees with respect to the electronic
monitoring of all employees covered by the ESA;

1.4 AND AS in recognition of the distinct statutory and common law duties of Police Officers
employed by the Board, this Policy applies only to Civilian Members to whom Parts VII.0.1 and XI.1
of the Employment Standards Act, 2000 (the ESA) apply;

1.5 AND AS Section 89 (3) of the Community Safety and Policing Act, 2019, S.0. 2019, ¢. 1, Sched.
1, provides that a Chief of Police shall administer the Police Service and oversee its operation in
accordance with the Board’s policies and strategic plan;

1.6 AND AS it is the responsibility of the Chief of Police to develop the necessary procedures to
ensure compliance with Board policies and effective operations of the police service.

THE WINDSOR POLICE SERVICE BOARD ADOPTS AS FOLLOWS:



DEFINITIONS

2.1 “Act” or “CSPA” means the Community Safety and Policing Act, 2019, 8.0. 2019, ¢. 1, Sched. 1,
and amendments.

2.2 "Board” means the Windsor Police Service Board.
2.3 “Chief of Police” ar “Chief” means the Chief of the Windsor Police Service.

2.4"Computer Monitoring” is the practice of collecting user activity data on employer-owned
computers, tablets, connected officer devices, networks, and other IT infrastructure. This data
includes, but is not limited to, web browsing history, files downloaded, data input, network traffic,
log-ons to corporate systems, interactions with data, peripheral device usage (mouse, keyboard,
monitor, etc.), and information about the employee’s computer.

2.5 “Electronic Access Controls (EACs)” is the technology used to provide and deny physical or
virtual access {o a physical or virtual space. This includes, but is not limited to, the microchip
included within security proximity/ID access cards, which also keeps records of access times and
locations.

2.6 “Electronic Monitoring” Is a general term referring to all forms of employee monitoring that is
done electronically on devices or other electronic equipment issued by the employer.

2.7 "Employer” refers to the Board and/or the Service, as applicable.

2.8 “Administrative Director” means the Administrative Director of the Windsor Police Service
Board.

2.9 “Global Positioning System (GPS)” is a network of satellites and receiving devices used to
determine the location of something on Earth. This technology can be enabled within equipment
such as vehicles (Automated Vehicle Location System - AVLS), connected officer devices, and
portable radios, to determine the location of equipment, both at present, and historically. AVLS aiso
documents cutrent and historical speed or vehicles in which it is enabled.

2.10 “Service” means the Windsor Police Service.

2.11 *Video/Audio Surveillance/Monitoring Equipment” is surveillance or otherwise monitoring by
means of a camera or other recording device that monitors or records visual images and/or
captures audio of activities recorded on employer-owned electronic devices. This includes, but is
not limited to, on-site surveiltance cameras, and in-car camera systems.

POLICY

3.1 ltis the policy of the Board to support the Civilian Members of the Windsor Police Service and
Board Staff (collectively, “Member” or “Membears”) in modernizing employer requirements to
provide transparency about the electronic monitoring of employees where appropriats.

3.2 The purpose of this poticy is to describe how and in what circumstances the employer may
electronically monitor employees, and to outline the purposes for which information obtained
through electronic monitoring may be used.



4,

5

GUIDING PRINCIPLES

4,1 EXPECTATION OF PRIVACY IN THE WORKPLACE

4.1.1 Monitoring employee usage of employer-owned workplace technology devices is an
essential component of enforcing procedures, maintaining a respectful work environment,
and ensuring that Information Technology {IT) assets that are owned and managed by the
employer are used safely and appropriately. This includes an employee’s personal device
when operated on a remote desktop connection as a service platform. The employer
monitors workplace technology devices to ensure |T resources are used in accordance with
relavant Board policies, guidelines, and Service procedures/general orders. For that reason,
employees must not expect privacy when using employer systems. While all personal
information collected by the employer will be used appropriatety in accordance with Board
policies and Service procedures, all activities that take place via employer owned electronic
assets should be considered monitored.

DIRECTION TO THE CHIEF

5.1 PROCEDURES

5.1.1 The Chief shall develop and maintain a Directive that contains processes and written
procedurss that meet the requirements of Parts VII.01.01 and XI.1 of the Employment
Standards Act, 2000, which outlines whether the Service electronically monitors
employees, and if so:

a) Provides a description of how and in what circumstances the Service may
electronically monitor employees.

b) The purposes for which information obtained through electronic monitoring may
be used by the Service.

¢) Such other inforimation as may be prescribed.

5.1.2 All employees acknowledge that there is no expectation of privacy when using
employer systems and devices, including but not limited to, employer-owned computers,
tablets, networks, and other IT infrastructure.

5.1.3 The employer is authorized to electronically monitor employees using video/audio
surveillance/maonitoring equipment, computer monitoring, telephone monitoring,
electronic access controls, and globat positioning systems, for the purposes outtined in the
Service's procedures/general orders.

5.2 COMMUNICATION OF POLICY AND RELATED INFORMATION

5.2.1 The Chief, in regard to Civilian Members of the Windsor Police Service, and the
Administrative Director, in regard to employees of the Windsor Police Service Board, will
ensure that:

a) All new employees are provided with a copy of this Policy and Service
proceduras/generat orders within 30 days of a Member’s hire date;

b) All existing Members are provided with a copy of this Policy and Service
procedures/general orders, and any amended versions, within 30 days of approval
or amendment; and



¢} All temporary Members are provided with a copy of this Policy and Service
procedures/general orders, and any amended version, within 24 hours from the start
of their assignment.

5.3 EMPLOYER RECORD KEEPING REQUIREMENTS

5.3.1 The Chief shail ensure that a copy of every written policy or proceduré on the
slectronic monitoring of employees that was required by the ESA is retained for three years
after the policy is no longer in effect.

6. REPORTTO THE BOARD
6.1 The Chief of Police shall provide the Board with a written report on an annual basis in respect

of the electronic monitoring of emplovyees. The report shall include:

a) A summary of the written procedures concerning the electronic monitoring of
employees.
b} Confirmation of Service compliance with the said procedures.

7. IMPLEMENTATION
7.1 Policy Directive HR — 05 and any other policies, sections of policies of the Board inconsistent
with the provisions of this Policy are hereby repealed effective August 29, 2024.

7.2 This Policy shall come into force on September 1, 2024,

ADOPTED AND PASSED this 29" day of August 2024.

THE WINDSOR FOLIGE SERVICE BOARD

Drew\Dif(ens, Mair Normg Coleman, Administrative Director

S%WLSJZLL .

Date ! Date




POLICY

WINDSOR POLICE SERVICE BOARD

Policy Name: Equal Opportunity;
Discrimination and Workplace
Harassment Prevention

Policy Number:
HR-006

Responsible Manager: Administrative
Director WPSB

Review Schedule: Every 3 years

Effective Date:
September 1, 2024

Repeals: HR-01, May 19, 2022

Reporting: Chief Report to Board

Next Review Date:

as outlined in Section 5.2 Annual | September 2027
Reporting Requirements

PREAMBLE:

1.1 AS subsection 37 (1) of the Community Safety and Policing Act, 2019, S.0. 2019, c. 1,
Sched. 1, ("CSPA") provides that a Board shall provide adequate and effective policing in
the area for which it has policing responsibility as required by Section 10 of the CSPA;

1.2 AND AS subsection 38 (2) of the CSPA provides that a Police Service Board may
establish policies respecting matters related to the Police Service or the provision of
policing;

1.3 AND AS Part Al-003 of the Policing Standards Manual (2000) (Appendix “A”), contains
guidelines directing the Board, the Chief and members relative to Equal Opportunity;
Discrimination and Workplace Harassment Prevention; '

1.4 AND AS sections 88, 201 (2) (c) and 202 (2) (c) of the CSPA, sets out obligations of
Police Service Boards and Police Services relative to accommodation of needs of disabled
members of Police Services in accordance with the Ontario Human Rights Code;

1.5 AND AS under subsection 24(2) of the Ontario Human Rights Code employers are
required to provide accommodation, unless to provide accommodation would cause
undue hardship to the employer, considering the costs, outside sources of funding, if any,
and health and safety requirements, if any;

1.6 AND AS the Accessibility for Ontarians with Disabilities Act (AODA) sets out obligations
to ensure the development, implementation, and enforcement of accessibility standards in



order to achieve accessibility for Ontarians with disabilities with respect to goods, services,
facilities, accommodation, employment, buildings, structures, and premises on or before

January 1, 2025,

THE WINDSOR POLICE SERVICE BOARD ADOPTS AS FOLLOWS:

2, DEFINITIONS:

2.1 "Act” or "CSPA" means the Community Safety and Policing Act, 2019, 5.0. 2019, ¢. 1,
Sched. 1, and amendments;

2.2 "Code" means Ontario Human Rights Code;

2.3 "Board" means the Windsor Police Service Board;

2.4 "Chief' means the Chief of the Windsor Police Service;

2.5" Member" means a member of the Windsor Police Service;
2.6 "Ministry" means the Ministry of the Solicitor Generai;

2.7 "Service" means the Windsor Police Service;

2.8 "Workplace" means any and all locaticns where business or social activities of the
police service are conducted, including external training facilities such as the Ontario
Police College and other locations where members may be assigned during periods of
secondment; and

2.9 "Workplace Harassment" means engaging in a course of vexatious comment or
conduct against a worker in a workplace that is known or ought reasonably to be known to
be unwelcome. Workplace harassment may be, butis not limited to, an action or behaviour
related to prohibited grounds or discrimination under the Ontario Human Rights Code.

3. POLICY:

3.1 The objective of equal opportunity in the workplace, and discrimination and
harassment prevention, is to ensure that the best qualified and motivated persons are
selected for employment, promotion, preferred assignments, and career enhancement
through lateral transfer.

3.2 This objective is to be achieved by ensuring that no discriminatory barriers exist in the
workplace, that no discriminatory or harassing practices or behaviours existin the
workplace, and that the human rights of employees and potential employees are upheld
and respecting in both rule and in practice.

3.3 The Board is committed to providing a work environment, which encourages mutual
respect and preserves personal dignity. It affirms that all members have the right to work in
an environment that is free from discrimination, including harassment.

3.4 The Board observes and upholds the Ontario Human Rights Code which states: "Every
person has the right to equal treatment with respect to employment without discrimination



because of race, ancestry, place of origin, colour, ethnic origin, citizenship, creed, sex,
sexual orientation, age, record of offences, marital siatus, family status or disability
(Section 5(1)). Every person who is an employee has a right to freedom from harassment in
the workplace by the employer or agent of the employer or by another employee because
of race, ancestry, place of origin, colour, ethnic origin, citizenship, creed, age, record of
offences, marital status, family status or disability (Section 5(2)). Every person who is an
employee has a right to freedom from harassment in the workplace because of sex by his
or her employer or agent of the employer or by another employee (Section 7(2)). Every
person has a right to be free from a sexual solicitation or advance made by a personina
position to confer, grant or deny a benefit or advancement to the person where the person
making the solicitation or advance knows or ought reasonably to know that it is
unwelcomed (Section 7(3)(a))" and will ensure reasonable measures are instituted and
maintained so no member is subject to discrimination, including harassment.

3.5 The Board states that all Members, and any individuals representing the Police Service
either on a paid or voluntary basis, are responsible for respecting the dignity and rights of
their colteagues and co-workers, and for upholding the provisions guaranteeing those
rights pursuant to the Code.

3.6 The Board states it will not tolerate or condone conduct which can be construed as
untawful discrimination, including harassment pursuant to the Code, and directs that an
internal complaint procedure be established, as provided for by the Code, to ensure
appropriate and expeditious resolution of a complaint where possible.

DIRECTIONS TO THE CHIEF:

4.1 PROCEDURES

4.1.1 The Chief shall develop procedures and processes relating to equat
opportunity; discrimination and workplace harassment prevention that:

i. ensure that successful applicants be chosen from a diverse applicant pool,
reflective of the community served, and that all applicants have equal
opportunity for employment with this police service;

ii. provide all officers with the opportunity to improve their skills, knowledge
and abilities through career development and training initiatives such as
continuing education, performance appraisals, promotional process and
transfers;

iii. encourage personal and professional growth of its Members through the
timely and constructive performance evaluation and the provision of
directed continuous learning opportunities;

iv. provide the fullest possible services in a prompt, fair and equitable
manner to all segments of the public, without discrimination an the basis of
race, ancestry, place of origin, colour or ethnic origin;



v, extend fair and equal treatment under the law to every community and
individual within its jurisdiction, without discrimination on the basis of race,
ancestry, place of origin, colour or ethnic origin;

vi. actively engage in the prevention of workplace discrimination and
harassment through the development, delivery and maintenance of
educational programs for all members of the police service;

vii. recognize the emotional impact of such discrimination and harassment
on individuals and react appropriately in investigating such complaints,
including providing assistance through the Members' Assistance Program
which offers confidential victim support and counseiling to both members
experiencing workplace discrimination and to members who may be the
subject of a complaint;

viii. undertake to educate its members on unlawful discrimination and
harassment; and

ix. maintain a discrimination-free workplace for all of its members to ensure
that the police service is bias-free, and that it reflects the diversity of the
community.

4.1.2 SPECIFIC OBJECTIVES
Itis the policy of the Board that the Chief shall ensure that:

i. all Members clearly understand that conduct, which can be construed as
unlawful discrimination, including harassment pursuant to the Code is not
tolerated and is considered grounds for disciplinary measures consistent
with the GSPA ;

ii. policies, police procedures and practices, in every area of operaticn and
administration, such as recruitment, selection, hiring, career development
and promotion, are free of discriminatory elements;

iii. personnel at all levels, both uniformed and civilian:

(a) understand discrimination in all its forms {(overt, covert, systemic)
and have the skills to ensure that it is not manifest in their behaviour
or any systems they manage;

{b) understand, are sensitive, and can work positively with colleagues
and co-workers within the police service;

iv. mechanisms for addressing discrimination and harassment complaints
within the workplace are established, are known, and are accessible to
police service personnel; and



v. all Police Service Members are informed about this policy and its
implementation.

4.2 TRAINING

4.2.1 The Chief shall ensure that Members involved with employment practices of
the police service have the requisite knowledge, skills, and abilities to perform this
function.

4.2.2 The Chief shall ensure that all Members receive training on diversity and
human rights.

4.2.3 The Chief shall ensure that as part of the training on diversity and human
rights, the Police Service's policies, and procedures in retation to reporting and
addressing workplace discrimination and harassment are reviewed by all Members.

REPORT TO THE BOARD:
5.1 REPORTING REQUIREMENTS - EXCEPTION BASED REPORTING

The Chief shall make a written report to the Board immediately following any employment
practices in which:

a. the procedures with respect to equal opportunity; discrimination and workplace
harassment prevention were not followed; and

b. in any other circumstance where, in the opinion of the Chief, there is a significant
issue or potential liability to the Board or the Service

5.2 ANNUAL REPORTING REQUIREMENTS
The Chief shali provide the Board with an annual statistical report. The report shall contain:

a. a summary of the written procedures relating to equal opportunity; discrimination
and workplace harassment prevention;

b. the status of Service compliance with the said procedures;
¢. confirmation that Members have been trained in accordance with section 4.2;

d. the number and nature of harassment complaints received during the preceding
12 months and the disposition of such complaints;

&. an anhual statistical report on the Equal Opportunity Plan results;

f. an analysis of the grievance activity relating to equal opportunity, discrimination,
and workplace harassment, during the preceding calendar year which includes the
status of grievances, resolutions (outcomes), and identifies any observable trends.



6. IMPLEMENTATION:

6.1 All other policies, sections of policies inconsistent with this policy are repealed
effective August 29, 2024,

6.2 This Policy shall come into force on September 1, 2024,

ADOPTED AND PASSED THIS 29 day of August 2024

WINDSQR POLICE SERVICE BOARD

T TNewa AHenand

Drew [%ﬁ(ens, Chair Norma Coleman, Administrative Director
g%gy{ S/ZLL A@w{t5 DAY
v / ) / !
Date Date

Attachmaent (1)



APPENDIX A/

Policing Standards Manual (2000) Equal Opportunity; Discrimination
and Workplace Harassment
Prevention

Legislative/Regulatory Requirements

Section 1, paragraphs 5 & 6 of the Police Services Act (PS4), states that police services shall be
provided throughout Ontario in accordance with certain principles, including “the need for
sensitivity to the pluralistic, multiracial and multicultural character of Ontario society” and “the
need to ensure that police forces are representative of the communities they serve,”

Subsection 47(1) of the PSA further states that “if an employee of a municipal police force
becomes mentally or physically disabled and as a result is incapable of performing the essential
duties of the position, the board shall accommodate his or her needs in accordance with the

Ontario Human Rights Code.”

Under subsection 24(2) of the Ontario Human Righis Code employers are required to provide
accommodation, unless to provide accommodation would cause undue hardship to the employer,
considering the costs, outside sources of funding, if any, and health and safety requirements, if

any.

Subsection 5(1) of the Ontario Human Rights Code states “Every person has a right to equal
treatiment with respect to employment without discrimination because of race, ancestry, place of
origin, colour, ethnic origin, citizenship, creed, sex, sexual orientation, age, record of offences,

marital status, family status or disability.”

Subsection 5(2) of the Ontatio Human Rights Code states “Every person who is an employee has
aright to freedom from harassment in the workplace by the employer or agent of the employer or
by another employee because of race, ancestry, place of origin, colour, ethnic origin, citizenship,

creed, age, record of offences, marital status, family status or disability.”

Subsection 7(2) of the Ontario Human Rights Code states “Every person who is an employee has
a right to freedom from havassment in the workplace because of sex by his or her employer or
agent of the employer or by another employee.” Clause 7(3)(a) of the Ontario Human Rights
Code states “Every person has a right to be free from a sexual solicitation or advance made by a
person in a position to confer, grant or deny a benefit or advancement to the person where the
person making the solicitation or advance knows or ought reasonably to know that it is

unwelcomed.”

Occupational Health and Safety Act (OHSA): Definitions and Legisiation

Under section 1 of the OHSA, a workplace is defined as “any land, premises, location or thing at,
upon, in or near which a worker works,”

October 2012 Al-003 115

f;> Ministry of Community
Ontario Safely and Correctional Services



Policing Standards Manual (2000) Equal Opportunity; Discrimination
and Workplace Harassment
Prevention

Section | of the OHSA defines workplace harassment as “engaging in a course of vexatious
comment or conduct against a worker in a workplace that is known or ought reasonably to be

known to be unwelcome.”

Employers are expected to comply with the requirements of the OHSA. Some of the key
employer obligations under the OHS4 with respect to workplace harassment ate to:

+ Prepare and review a policy with respect to workplace harassment;

« Develop and maintain a program to implement the policy with respect to workplace

harassment; and
¢ Provide appropriate information and instruction to workers on the contents of the

workplace harassment policy and program,

Employers are required to meet obligations set out in the OHSA as related to workplace
harassment, Employers are also required to meet other legislative obligations related to equal
apportunity, including but not limited to, the Accessibility for Ontarians with Disabilities Act,

2005 and the Ontario Human Rights Codl.

Application

The employer obligations set out in the OHS4 in relation to workplace harassment apply to
police services. This includes harassment that police personnel could encounter during their
work as a result of interactions with the public, between workers or from persons who have a

personal relationship with workers.

Police persommel work in many diverse environments and under a variety of conditions.
Employers are required under the OHSA to protect police personnel from workplace harassment
in all police workplaces, including those beyond police facilities.

Sample Board Policy

Board Policy #

The objective of equal opportunity in the workplace, and discrimination and harassment
prevention, is to ensure that the best qualified and motivated persons are selected for
employment, promotion, preferred assignments and career enhancement through lateral transfer.

This objective is to be achieved by ensuring that no discriminatory barriers exist in the
workplace, that no discriminatory or harassing practices or behaviours exist in the workplace,
and that the human rights of employees and potential employees are upheld and respected both in

rule and in practice.

Oclober 2012 Al-003 215
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Policing Standards Manual {2000) Equal Opportunity; Discrimination
and Workplace Harassment
Prevention

Furthermore, where discriminatory or harassing acts ot behaviours do manifest, they must be
effectively investigated and appropriately addressed.

To this end, it is the policy of the Police Services Board with respect to equal
opportunity; discrimination and workplace harassment prevention, that the Chief of Police will:

a) establish procedures on equal opportunity that are consistent with the principles of the PSA
and the Ontario Human Rights Code, including recruitinent, selection, career development
and promotion;

b) prepare procedures with tespect to workplace harassment and develop and maintain &
program to implement the policy, in accordance with the OHSA;

¢) establish procedures on responding to and preventing discrimination and harassment in
the workplace, including stereotyping;

d) ensure that no sexist, racist or other offensive or derogatory material is displayed in the
workplace;

e) establish procedures on employment accommodation in accordance with the Ontatio
Human Rights Code and section 47 of the PS4;

f) implement an employee performance appraisal system that includes key commitments
refated to diversity and human rights; and

g) ensute that all officers receive fraining on diversity and human rights.

Police Service Guidelines

Procedures | Fvery police service’s procedures on equal opportunity should:

a) ensure that merit is the basis of hiring, promotion and other employment practices of the
palice service, thereby allowing individuals fo be judged on their knowledge, skills, and
abilities;

b) require that the essential job qualifications of positions are identified prior to hiring or
promoting, including:

i) identifying the essential duties of a position; and
ii) identifying the qualifications that candidates should have on the first day of the job;
and

¢) require that all job qualifications be bona fide, that is:

i) be for a purpose rationally connected to the performance of the job;

ii) be adopted in an honest and good faith belief that they are necessary to the fulfillment
of that work-related purpose; and

iii) be reasonably necessary to the accomplishment of that legitimate work-related

purpose.

October 2012 Al-003 3/5
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Policing Standards Manual (20600) Equal Opportunity; Discrimination
and Workplace Harassment
Prevention

2. EBvery police service’s procedures and processes on recruitment should:
a) indicate the level of knowledge, skills and abilities required by those responsible for the
recruitiment process;
b) set out the training required by those responsible for the recruitment process;
¢) define when to recruit internally and externally;
d) when recruiting externally, identify a strategy for advertising available positions to all
segments of the community;
e) allow for adequate response time for job postings; and
f) ensure persons with a disability have access to the recruitment process (i.e., access to the
job advertisement, adequate time for response, accessible process to submit application).

3. Every police service’s procedures and processes on selection/promotion should:

a) indicate the level of knowledge, skills and abilities required by those responsible for the
selection/promotion process;

b) set out the training required by those responsible for the selection/promotion process;

¢) require the screening of all applicants based on essential qualifications required on the
first day of the job;

d) ensure that the selection criteria are communicated to all applicable employees in
advance of the promotional process, to enable the employees to develop or acquire
required competencies;

e) identify processes for determining if applicants require any accommodation, in order to
allow them to participate equally in the process lo demonstrate their ability to perform the
essential job qualifications;

f) ensure when assessing qualifications, that education and experience acquited outside of
Canada is given appropriate consideration;

g) ensure standardized rating schemes are developed that are consistent with the Ontario
Human Rights Code and the Supreme Court Meiorin decision, and consist of criteria that
are reasonable, genuine and directly related to the requirements of the job; and

h) ensure that all participants, including the candidates, are aware of the
selection/promotional process.

4. Every police service’s procedures on responding to and preventing discrimination and

harassment should:
a) communicate that discrimination and harassment are not to be tolerated in the workplace;

b) set out the responsibilitics of employees to monitor their own behavior and actively
confront discrimination and harassment they observe, and ensure that supervisory staff
understand their legal obligations and responsibilities to create a work environment free
of discrimination and harassment;

¢) set out the steps for reporting, responding, investigating, and resolving incidents of
discrimination and harassment in the workplace, including taking every precaution to
respect the member’s privacy, balanced against the need to ensure the safety of all

members;
QOctober 2012 Al-003 45
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Policing Standards Manual (2000) Equal Opportunity; Discrimination

and Workplace Harassment
Prevention

Training 8.

d) require that all incidents/complaints are dealt with in a timely manner and respectfully

and objectively;
e) address the mechanism for employees to seck gnidance/advice on issues concerning

discrimination and harassment;

f) require that all internal and external communications produced/delivered do not either
avertly or subtly reinforce stereotypes; and

g) ensure that all employees, including supervisors, understand their responsibility to ensure
that stereotyping does not accur in the workplace.

Every Chief of Police should ensure that no sexist, racist or other offensive or derogatory
material is displayed in the workplace.

Every police service’s procedures on employment accommodation should be in accordance

with the Ontario Human Rights Code and section 47 of the PS4, and should:

a) address accommodation for persons with disabilities, including ensuring that, short of
undue hardship:

i} employees with a disability receive the accommodation they require in a way that is
equitable, respects their dignity, maximizes their ability to contribute and enables
them to participate in all aspects of employment with the police service; and

ii) applicants with a disability receive the accommodation they require in a way that is
equitable, respects their dignity, maximizes their ability to compete for jobs within
the police service;

b) address the mechanism for accommodating, short of undue hardship, employees with
family responsibilities, employees with religious needs and pregnant women,
¢) ensute the specific needs of an individual employee or applicant are assessed and

reasonably met;
d) ensure accommodation is provided for all employment activities, for example: staffing;

the duties and requirements of positions; and training and career development

opportunities; and
e) ensure supervisors understand their responsibilities to make the climate of the workplace

receplive to persons with a disability.

Every Chief of Police should implement an employee performance appraisal system that
includes key commitments related to diversity and human rights.

Every Chief of Police should ensure that all members receive training on diversity and
human rights.

Fvery Chief of Police should ensure that, as part of the training on diversity and human
rights, the police service’s policies and procedures in relation to reporting and addressing
workplace discrimination and harassment are reviewed by all members,

Oclober 2012 Al-003 5/5
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POLICY

WINDSOR POLICE SERVICE BOARD

Policy Name: Handling of Discipline
within the Police Service

Policy Number:
HR-007

Responsible Manager: Administrative
Director

Review Schedule:
As required by CSPA

Effective Date:
September 1, 2024

Repeals: NEW

Reporting:

Next Review Date:

Chief twice yearly —
Section 5

PREAMBLE :

1.1 AS subsection 37 (1) of the Community Safety and Policing Act, 2019, S.0. 2019, c. 1,
Sched. 1, (“CSPA”) provides that a Board shall provide adequate and effective policing in the
area for which it has policing responsibility as required by Section 10 of the CSPA,

1.2 AND AS Part XII — Discipline and Termination provides for the disciplinary process and
measures for a police officer who is a member of a police service;

1.3 AND AS Ontario Regulation 407/23 sets out the Code of Conduct with which each police
officer must comply (Appendix “A”);

1.4 AND AS Subsection 38 (e) of the CSPA requires a police service board to establish a
policy respecting the handling of discipline within the police service,

THE WINDSOR POLICE SERVICE BOARD ADOPTS AS FOLLOWS:

DEFINITIONS:

2.1 “Act” or “CSPA” means the Community Safety and Policing Act, 2019, S.0. 2019, c. 1,
Sched. 1, and amendments;

2.2 “Board” means the Windsor Police Service Board;
2.3 “Chief’ means the Chief of Police of the Windsor Police Service;

2.4 “Service” means the Windsor Police Service.



2.5 “Member” means a member of the Windsor Police Service
POLICY:

3.1 The Board recognizes that public trust and confidence in the Windsor Police Service are
essential to effective policing.

3.2 The Board recognizes that to achieve and maintain a high level of trust and confidence by
the citizens of the City of Windsor, the Windsor Police Service must be held accountable, and
be perceived to be held accountable, when engaging in conduct that is contrary to the values
and high ethical standards that the Service strives to uphold.

3.3 The handling of discipline within the Service by the Chief of Police must be demonstrative
of the Windsor Police Service’s commitment to the safety and well-being of the community.

DIRECTIONS TO THE CHIEF:

4 .1 The Chief of Police shall establish written procedures for:
1) The assessment of the work performance of members of the police service
2) The imposition of disciplinary measures on members of the police service

4.2 The Chief of Police shall make the procedures available to the members of the police
service and any police associations representing those members

4.3 The Chief of Police shall be guided by consideration of the following principles in the
imposition of disciplinary measures of sworn and civilian members:

1) The public interest

2) Fairness to the Member
3) Consistency

4) Efficiency

4.4 The Chief shall carry out all disciplinary processes and procedures in accordance with
legislated requirements.

REPORT TO THE BOARD:

5.1 The Chief of Police shall prepare a report to the Board twice yearly containing the
following information:

(1)  The type of misconduct or unsatisfactory work performance that occurred,
referencing Ontario Regulation 407/23 — Code of Conduct for Police Officers.

(2)  The number and type of disciplinary measures imposed.
3) The number of times a disciplinary measure was imposed:
i) without a hearing

iy following a hearing under section 201 of the CSPA



iii) following a hearing under section 202 of the CSPA

(4) For disciplinary measures involving suspension or forfeiture of hours/days:
i) the average number of days or hours, and
ii) the total number of days or hours

(5) The Division and/or Unit to which the Member was assigned when the misconduct
occurred

(6) A comparison to the data from the previous reporting period.

6. IMPLEMENTATION:

6.1 This Policy shall come into force on September 1, 2024,

ADOPTED AND PASSED this 29" day of August 2024.

THE WINDSQR POLICE SERVICE BOARD

Nossnas Liteman

Drew fkeﬁg, Chair No‘rn*la Coleman, Administrative Director

Date: %&VID)IL%/Z(’[ Date: Q@i 3r Qj&f

Attachment (1)
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APPENDIX A

o Important: This version of the e-Laws website will be upgraded to a new version in the coming weeks.
You can try the beta version of the new e-Laws at ontario.caflaws-beta.

Ontario @

Francgais

ONTARIO REGULATION 407/23
made under the
COMMUNITY SAFETY AND POLICING ACT, 2019

Made: December 14, 2023
Filed: December 18, 2023
Published on e-Laws: December 18, 2023
Published in The Ontario Gazelte: January 6, 2024

CODE OF CONDUCT FOR POLICE OFFICERS

APPLICATION AND INTERPRETATION
1, (1) This Regulation sets out the code of conduct with which every police officer must comply.

(2) For greater certainly, the police officers referred to in subsectlion (1) include police officers who are chiefs of police, depuly chiefs of

police or other senior officers as defined in seclion 217 of the Acl.
(3) Conduct of a police officer does not contravene this code of conduct if,

(a) it is done In accordance with a designation made under subsection 26.1 (3) or (6) of the Criminal Code (Canada) or an
aulhorization made under paragraph 25.1 (9) (a) of that Act, as applicable, including any conditions that apply to the designation;

and

(b) it is justified in accordance with the rules sel out in section 25.1 of the Criminal Code (Canada).

(4) For greater certainly, the existence of a good faith exception in this code of conduct does not limit the grounds on which an
adjudicator might find that a police officer has not contravened this code of conduct.

COMPLIANCE WITH LAWS
2. A police officer shall comply with the Act and the regulations made under it.

3. A police officer shall comply with the Special Investigalions Unit Act, 2019 and the regulalions made under il.
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4, A police officer contravenes this code of canduct if they are found guilty of an offence under the Criminal Code (Canada), the
Controlled Drugs and Subsfances Act (Canada) or the Cannabls Acl (Canada).

HUMAN RIGHTS AND THE CHARTER
5. (1) A police officer shall nat, In the course of their dulies, lreat any person in a manner thal the officer, al the time, knows or

reasonably oughlt io know would conlravene the Human Rights Code,

{2) A paolice officer shall not be subject lo discipline for a conlravention of subsection (1) if the police officer demonsirates, on a balance
of probablifties, that their conduct was in the good faith performance of their duties.

6. {1} A police offlcer shall not, by acl or omissfan, do anylhing that the officer, at the time, knows or reasonably ought to know would
Infringe or deny a person’s rights or freedoms under the Canadian Charter of Rights and Freedoms.

(2) A police officer shall not be subject to discipline for a contravention of subsection (1) if the police officer dsmonstrates, on a balance
of probabilities, that thelr conduct was In the good faith performance of their dutles.

INTERACTIONS WITH THE PUBLIC
7. {1} A police officer shall not make an arrest if, at the time of the arres, the officer knows or reasonably ought to know that the arrest is

unlawful.

(2) A police officer shall not be subject to discipline for a contravention of subsection (1) if the police officer demonstrales, on a halance

of probabilities, lhal their conduct was,

{a) In the good failth performance of their dulies; and
(b) consistent with their lraining and any applicable procedures established by thelr chief of police.

8. (1) A police officer shall not authorize er make a physical or psychologleal detention if, at the time of the detention, the officer knows
or reasonably ought to know that the detention Is untawful,

{2) A police officer shalf not be subject to discipline for a contravention of subsection (1} If the police officer demonstrates, on a balance

of probabiiities, tha! thelr conducl was,

(a} In the good failh performance of their dulies; and
(b) consistent with their training and any applicable procedures established by thelr chief of pelice.

9. A police officer shall not neglect the health or safely of any individuat who is in thelr custody as a result of the officer’s duties.
10. (1) A police officer shalt not conduct themselves in a manner that undermines, or Is likely to undermine, public trust in policing.

{2} A police officer shall not be subject to disclpline for a contravention of subseclion (1) if the police officer demonslrates, on a halance
of probabiiities, that their conduct was in the good faith performance of,

(a) their duties as a police officer; or
{b) thelr duties as a representative of,
{i} a pollce associatlon, or

{il} a police organization referred to in subsection 225 (3} of the Acl,

11, (1} A police officer shall not use force unless,

hitps:fvwav.ontatio caflaws/regulation/r23407 215



711824, 12:37 PM Q. Reg. 407/23: CODE OF CONDUCT FOR POLICE OFFICERS

{a) the force is used for the purpose of carrying out a duty;
{b) the officer ia enlitled, by stafule or common law, o use force for the purpose of carrying out that duty;
{c} the officer is acling on reasonable grounds; and

{8} the force used is no more than fs necessary given the circumstances.

(2) A police officer shall not be subject to discipline for a contravention of subsection (1} if the police officer demonsirales, on a balance
of probabililles, that their conducl was,

{a) in the good faith performance of their dulies; and
(b) consistent with their training and any applicable procedurss established by their chief of police.

12. (1) A police officer shall not, in the course of thelr duties, use abusive language with any person or otherwise lreat any person ina

manner (hat is abusive.

{2) A police officer shall not be subject lo discipline far a contravention of subsection (1) If the police officer demonstrates, an a balance
of probabillities, that their conduct was in the good fafth periormance of thelr dulies.

13. (1) A police ofiicer shall not deliberately conceal any of the following information that is part of thelr uniform or is olherwise required

to be displayed:

1. The officer's nama.
2, The officer's badge number,

3, The naime of the officer's police service,

{2) While acling in the course of their duties, a police officer shall, upen request, provide their name, badge number and the name of
their police service to any member of the public in a manner reasonable in the circumstances that allows the member of the public lo
identify the officer, unless the officer has reason to believe that doing so would undermine the safety of an Individual.

INTEGRITY
14, A police officer shall not solicit, offer or take a bribe.

15. (1) A police officer shall not accept a gratuily or present of more than nominat value from any person or entily if the gratuily or
present could influence or could be perceived to influence the performance of the officer’s dulies.

(2) Subsection (1) does not apply if the officer’s chief of pollce authorizes them to accept the gratuity or present.

16, (1) A police officer shall not use Ihelr position as a police officer to do any of the following:

1. Benefit themselves or one or more persons with whom they have a personal relationship, subject to subsection {2).
2. Interfera with the administration of justice,

{2) A police officer does nol-contravene paragraph 1 of subsection (1) if,

(a) the benefit occurs Incidentally in the usual course of carrying oul the officer’s duties; and

{b) the officer’s conducl does nol conlravene any regulations made under ihe Act with respect to conflict of interest.

{3} In subsection (1),

“nersonal relalionship” includes, but is not limited 1o, a relallonship with any of the following persons:

1. A current or former spouse or common-law partier of the police officer.
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2. A current or former inimale partner of the police officer.

3. The police officer's children, including biological and adoptive children and stepchildren.

4. The legal dependants of the police officer.

5. A child in the police officer's care.

6. The police officar's grandparents, parents or siblings, including grandparents-in-law, parents-in-faw and siblings-in-faw.

17, (1) A police officer shali not disclose 1o the public information obtained or made available in the course of their duties as a police
officer except as authorized in accordance with the procedures established by their chief of police, as necessary for the performance of

the officer's dulies or as required by law.

(2) Subsection (1) does nol apply lo Information that was aiready made available to the public by a person who was authorized to do so

prior lo the officer’s disclosure.

18, A police officer shali not access, collect, use, disclose, aller, relain or destroy information abtalned or made available in the course
of thelr dulies as a police officar I, al the time, they know or reasonably oughl fo know that doing so would be conirary to law.

PERFORMANCE OF DUTIES
19, A police officer shall not, by act or omission, fail to perform their duies appropriatsly without lawful excuse if, at the time, they know
of reasonably ought {o know that their act ar omission would amount to a failure to perform their duties appropriately.

20. A police officer shall take notes in accordance with the duties of a constable and the procedures established by thelr chief of pofice.

21, A police officer shall not perform or attempt lo perfarm duties as a police offlcer while thelr ability to perform dulles Is impaired by

alcohol or drugs,

22. (1) A police officer shall report conduct of another member of the police service in accordance with the procedures described in
subseclion 183 (1), (2) or (3) of the Act, as applicable, or to the Inspector General in accordance with section 185 of the Act, if the
officer reasonably belleves, or reasonably ought lo believe, that the member’s conduct constitutes misconduct.

(2) Despile subsection (1), a police officer who Is acling as a representative of a police association s not required o report conduct that
was made known to the officer for the purpose of obtaining the officer’s assistance in their capacily as an association representative,
unless failing to report the conduct would pose a serious risk of harm to any person,

(3) Despite subsection {1}, a police officer who is participating In an organized peer support group is nol required to report conduct of a
member of the police servica that was made known {o the officer in the course of parlicipating in the peer supporl group, unfess failing

io report the conduct would pose a serious risk of harm lo any person.

23. A police officer shall not leave an area, detachment, detail or other place of duty except as authorized in connection with performing

duties as a police officar or as reguired by law,

24. A police officer shall not purport to speak on behalf of their police service to the media about a matter connected with thelr police
service, except as authorized by thelr chief of police.

25, A police officer shalt not be absent withoul authorizalion from or late for any duty withoul reasonable excuse.
26, A police officer shall comply wilh every lawful order from a superior and shall not olherwise be insubordinale toward a superior.

27. A police officer shall comply with the procedures established by their chief of police.
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28, A police officer shall not lose or cause damage 1o clothing, equipment or other property issued to them, or oblained or made
available to them, in the course of thelr duties, excepl as may be necessary to perform their dutles as a police officer,

29, A police officer shall report any loss or damage to clothing, equipment or other propsrly described In section 28 to their supervisor

as soon as praclicable.

30. A police officer shall not engage in workplace violence or workplace harassment, including workplace sexual harassment, as lhase
terms are defined in the Qocupational Health and Safety Acl. '

31. A police officer shall not decelve or mislead any person in relation to the officer’s dutles, the officer's employment or the
administration of justice through any act or omission, except to the extent required or authorized for the purpose of carrying out the

officer's duties.

COMMENCEMENT

Commancement
32. This Regulation comes into force on the later of the day clause 82 (1) {i) of Schedule 1 (Community Safely and Policing

Act, 2019) to the Comprehansive Ontario Police Services Act, 2019 comes Into force and the day this Regulatlon Is filed.

Frangals
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WINDSOR POLICE SERVICE BOARD

POLICY
Policy Name: INTERNAL COMPLAINTS Policy Number:
AND DISCLOSURE OF COMPLAINTS HR-008
AGAINST THE CHIEF OF POLICE ORTHE
DEPUTY CHIEF OF POLICE
Responsible Manager: Administrative Review Schedule: Effective Date:
Director WPSB As required by the CSPA September 1, 2024
Repeals: NEW Reporting: As per Section | Next Review Date:
5 of policy

1. PREAMBLE

1.1 AS subsection 37 (1) of the Community Safety and Policing Act, 2019, S.0. 2019, c. 1,
Sched. 1, (“CSPA”) provides that a Board shall provide adequate and effective policing in
the in the area for which it has policing responsibility as required by Section 10 of the CSPA;

1.2 AND AS subsection 38 (1) (a) of the CSPA provides that a Police Service Board shall
establish policies respecting, inter alia, the administration of the police service;

1.3 AND AS Section 183 (2) of the said CSPA provides that every Police Service Board shall
establish written procedures regarding the disclosure of misconduct that is alleged to have
been engaged in by the Chief of Police or Deputy Chief of Police of the Police Service;

1.4 AND AS the CSPA provides that Board members will comply with the O. Reg. 407/23:
Code of Conduct for Police Officers;

1.5 AND AS the Board deems it expedient to enact this policy to ensure that the response to
internal complaints against the Chief of Police or Deputy Chief of Police adheres to the
principles set out in the Act, the Regulations and the Code of Conduct.

THE WINDSOR POLICE SERVICE BOARD ADOPTS AS FOLLOWS:



DEFINITIONS

2.1 “Act” or “CSPA” means the Community Safety and Policing Act, 2019, S.0. 2019, ¢. 1,
Sched. 1, and amendments;

2.2 “Board” means the Windsor Police Service Board;

2.3 “Chief” means the Chief of Police of the Windsor Police Service;

2.4 “Code of Conduct” means O. Reg. 407/23: Code of Conduct for Police Officers;
2.5 “Deputy Chief” means the Deputy Chief of Police of the Windsor Police Service;
2.6 “Former Member” means a former employee of the Windsor Police Service;

2.7 “Inspector General" means the person appointed to that position by the Lieutenant
Governor in Council;

2.8 "Internal Complaint” means a complaint about the conduct of a police officer that is
not directed at or otherwise directly affects a member of the public and that, if proven,
constitutes misconduct as defined in Section 195 of the CSPA;

2.9 “Member” means a Member of the Windsor Police Service;
2.10 "Ministry" means the Ministry of the Solicitor General;

2.11 “Misconduct” means misconduct as defined in Section 195 of the CSPA,

POLICY

3.1 The Board recognizes the critical importance of addressing complaints against the
Windsor Police Service’s senior leaders with utmost fairness and consistency.

3.2 The Board commits itself to ensuring the presence of thorough, confidential, and
respectful processes to handle allegations of misconduct concerning a Chief of Police or
Deputy Chief of Police, and it is therefore the policy of the Board that such internal
complaints be dealt with in a professional and thorough manner in accordance with Act,
the Code of Conduct, and as directed in this Policy.

3.3 This Policy outlines the procedures to be followed in the event that a Member or Former
Member of the Service wishes to disclose alleged misconduct by the Chief of Police or a
Deputy Chief of Police. It is imperative to note that any form of reprisal stemming from
making such a disclosure or seeking advice on the process will not be tolerated and will be
met with severe repercussions.



4.

INTERNAL COMPLAINTS PROCESS FOR CHIEF OR DEPUTY CHIEF
4.1 Itis the policy of the Board that:

4.2 A Member or Former Member of the Service may make a disclosure of alleged
misconduct by the Chief of Potice or a Deputy Chief of Police. The identity of persons
involved in the disclosure will be protected unless to do so would be contrary to the
interests of fairness.

4.3 The Member or Former Member shall report allegations of misconduct against the
Chief of Police or a Deputy Chief of Police to the Board.

4.4 The complaint shall be in writing, addressed to the Board Chair, and submitted to the
Board office. The complaint should include as much detail as possible, including dates,
witness names, and any relevant supporting documents.

4.5 The Board Chair shall review the complaint and consider whether the Board must
address the matter urgently. The Chair shall ensure that legal counsel is consulted in
determining how to address the alleged misconduct, including whether the interests of
fairness require the disclosure of the identity of those involved in the complaint, and
whether the Board should investigate or refer it to a person who is not a Member of the
Service in accordance with subsection 198 (7) of the CSPA.

4.6 Alternatively, the Member or Former Member may disclose misconduct to the
Inspector General if,

(a) the Member or Former Member has reason to believe that it would not be
appropriate to disclose the misconduct in accordance with this policy; or

(b) the Member or Former Member has already disclosed the misconductin
accordance with this policy and has concerns that the matter is not being dealt with

appropriately.

4.7 The Board Chair, Board Members and Board employees shall take all necessary steps
to protect the identity of persons involved in the complaint process. If itis necessary to
disclose the identity of any individual involved in the process to ensure fairness, the
disclosure will only be made after consultation with the individuals whose identities would
be disclosed and only to the extent necessary to achieve fairness.

4.8 Any correspondence, including electronic correspondence, concerning the alleged
misconduct shall be clearly labelled “confidential”,

4.9 No person shall take a reprisal against a Member because they have:

(a) sought advice about making a disclosure about misconduct in accordance with
this Policy or under Part Xl of the CSPA;

{b) made a disclosure about misconduct in accordance with this Policy or under
Part Xl of the CSPA;



(c) co-operated in an investigation or other process related to a disclosure of
misconduct made in accordance with this Policy or under Part Xl of the CSPA;

(d) sought enforcement of this Policy or Part XI of the CSPA.

4.10 For the purpose of this Policy, a reprisal is any measure taken against a
member of a Police Service that adversely affects their employment or appointment

and includes but is not limited to:

(a) terminating or threatening to terminate the person’s employment or
appointment;

(b) disciplining or suspending or threatening to discipline or suspend the

person;

(c) imposing or threatening to impose a penalty related to the employment or
appointment of the person; or

(d) intimidating or coercing the person in relation to his or her employment or
appointment.

5. BOARD REPORTING AND DISCLOSURE

5.1 The Chair shall inform the Board of any material information related to the application
of this Policy, while maintaining the confidentiality necessary to protect the integrity of
complaint processes and the identity of those who may be involved in the processes.

6. IMPLEMENTATION
6.1 Any Policies, sections of policies of the Board inconsistent with the provisions of this

Policy are hereby repealed.

6.2 This Policy shall come into force on September 1, 2024.

ADOPTED AND PASSED this 22™ day of August, 2024.

THE OR P E SERVICE BOARD

M&W

Norma Coleman, Administrative Director

Drew Dilkens, Chair

o7 ;/”}7 bept 3 2024

Date

Date



WINDSOR POLICE SERVICE BOARD

POLICY

Name of Policy: Administration of Policy Number:

Public Complaints System - Police HR-009

Officers

Responsible Manager: Administrative | Review Schedule: Effective Date:

Director WPSB As required under the CSPA September 1, 2024

Repeal: NEW Reporting: Chief to WPSB as Next Review Date:
per Section 6 (6.1,6.2,6.3)

PREAMBLE

1.1 WHEREAS subsection 37 (1) of the Community Safety and Policing Act, 2019, S.0. 2019, ¢. 1,
Sched. 1, (“CSPA”) provides that a Board shall provide adequate and effective policing in the area
for which it has policing responsibility as required by Section 10 of the CSPA;

1.2 AND AS subsection 38 (2) of the CSPA provides that a Police Service Board may establish
policies respecting matters related to the Police Service or the provision of policing;

1.3 AND AS Parts X, Xl and Xl of the CSPA set out in detail the requirements of the Board, the Chief
and the Complaints Director regarding public complaints made against police officers, including
Chiefs of Police and Deputy Chiefs of Police, including procedures for addressing those

complaints;

1.4 AND AS O. Reg. 406/23: Discipline requires that a Chief of Police shall establish procedures for
the investigation of misconduct, including reports to the Complaints Director of conduct the Chief
reasonably suspects constitutes misconduct;

1.5 AND AS O. Reg. 404/23: Adjudication Hearings prescribes procedures for discipline hearings
conducted under Sections 201, 202 and 210 of the CSPA;

1.6 AND AS the Board deems it expedient to enact this policy to ensure that the response to public
complaints by the Board and the Service adheres to the principles set out in Parts X, Xl and XII of
the CSPA, O. Reg. 406/23: Discipline, O. Reg Regulation 404/23 Adjudication Hearings, directives,
and guidelines received from the Law Enforcement Complaints Agency (LECA) and this Policy;

THE WINDSORPOLICE SERVICE BOARD ADOPTS AS FOLLOWS:



DEFINITIONS:

2.1 “Act” or “CSPA” means the Community Safety and Policing Act, 2019, S.0. 2018, ¢. 1,
Sched. 1, and amendments;

2.2 “Board” means the Windsor Police Service Board;
2.3 “Chief” means the Chief of the Windsor Police Service;

2.4 “Complaints Director” means the person appointed by the Lieutenant Governorin
Councit under Section 131 of the CSPA as the head of LECA,;

2.5 “Deputy” means the Deputy Chief of Police of the Windsor Police Service;
2.6 “Administrative Director” means the Administrative Director of the Board;

2.7 “"LECA” means the Law Enforcement Complaints Agency established under Section
130 of the CSPA, which has replaced the Office of the Independent Police Review Director;

2.8 “Member” means a member of the Windsor Police Service;
2.9 “Police Officer” is defined In accordance with the CSPA;

2.10 “Professional Standards Unit” means the Unit within the Service designated by the
Chief to deal with discipline matters, including Public Complaints, and to liaise with LECA,;

and;
2.11 "Service” means the Windscr Police Service.
POLICY:

3.1 The Board recognizes and adheres to the principle that fair, open, prompt, thorough
and efficient response to Public Complaints is a cornerstone to establishing and
maintaining a positive community-police relationship, and it is therefore the policy of the
Board that such complaints be dealt with in a professional and thorough mannerin
accordance with Parts X, X! and Xl of the CSPA, O. Reg. 406/23: Discipline, O. Reg 404/23
Adjudication Hearings, directives and guidelines received from the Law Enforcement
Complaints Agency (LECA), and procedures established by the Chief as directed in this

Policy.
DIRECTION TO THE CHIEF ~ PUBLIC COMPLAINTS

4.1.1 The Chief shall develop and maintain a procedure to ensure that complaints are
processed in accordance with the provisions of Part X, Xl and XlI of the CSPA, and shall
provide a copy of the said procedure to the Board.

4.1.2 The Chief shall maintain a Professional Standards Unit, adequately staffed and
trained, to liaise with the LECA, to receive, investigate and where appropriate, prosecute or
assist in the prosecution of Public Complaints against police officers in accordance with
Part X, Xl and XiI of the Act and Regulations 406/23 and 404/23.



4.1.3 If a Board Member or the Chief receives a report from a person or body
responsibte for receiving complaints about police officers in another province about
the conduct of an Ontario police officer, the Board Member or Chief shall give the
report to the Complaints Director in accordance with Section 156 of the CSPA.

4.2 The Chief shall ensure that said procedure referred to in Article 4.1 above includes the
following provisions:

4.2.1 That Public Complaint process information, including Public Complaint forms
provided by the LECA, be posted and made available in each Districtin an area
accessible to the public;

4.2.2 That Public Complaints received by any member of the Service be forwarded
immediately to the Chief to be dealt with in accordance with Part X of the CSPA;

4.2.3 That when the Service is accepting a complaint it will ensure that notice of the
complaint is not provided to the respondent officer or any other officer until the
Complaints Diractor makes a direction in accordance with its powers under Section
157 (3) of the CSPA;

4.3 That adequate training is provided to all Members of the Service in respect of the
complaints procedures of the Service and Parts X, Xl and Xl of the CSPA and Ontario
Regulations 406/23 and 404/23.

4.4 That the Chief and the Professional Standards Unit’s Inspector or their designee
cooperate and follow the direction of the Complaints Director in respect of all Public
Complaints, including but not limited to providing the Complaints Director with information
to assist in screening or assigning the complaint to investigation, investigating the
complaint, reporting on the investigation, and prosecuting or assisting the Complaints
Director in the prosecution of the complaint when appropriate;

4.5 That the procedures developed by the Chief include a mechanism to provide
assistance for Public Complainants who may not be literate, or who may not be fluentin

English;

4.6 That all notices to the Complainant, the police officer who is the subject of the
Complaint, the Compliant Director and the Board be given as required by the CSPA.

5. CONDUCT COMPLAINTS AGAINST THE CHIEF OR DEPUTY CHIEF:

5.1 Conduct Complaints about the Chief or Deputy Chief shall be referred to the
Complaints Director immediately upon receipt by the Board.

5.2 The Board shall comply with the provisions of the CSPA and comply with direction given
by the Complaints Director.



6.

REPORTING REQUIREMENTS:
6.1 CONDUCT COMPLAINTS OF A SERIOUS NATURE

6.1.1 The Chief shall make a confidential written report in respect of any Conduct
Complaint which involves allegations of criminal misconduct by a police officer, or which
involves allegations of misconduct described in Part X, XI or Xll of the CSPA or Regulation
407/23: Code of Conduct, either of which are of such a serious nature that, if proven, are
likely to call into question the reputation or integrity of the Service, or which involve the
public interest.

6.1.2 The Chief shall not make this confidential written report to the Board without the prior
consent of the Complaint Director.

6.1.3 The said reports shall contain information as to the nature of the conduct alleged, the
action being taken regarding the complaint, and any other information which the Chief
feels is relevant but shall notinclude the name of the police officer who is the subject of
the report.

6.2 BOARD REPORTS

6.2.1 The Chief shall make quarterly written reports to the Board on the administration of
the Public Complaints process.

6.2.2 The reports, as pravided in 6.2.1above, shall include comparative data for the same
period in the immediately preceding calendar year.

6.2.3 The report shall provide cumulative year-to-date information on Public Complaints as
provided in 6.3 below,

6.2.4 The Chief shall include the relevant Complaints information in the Annual Report of
the Service.

6.3 The reports shall include the following information in respect of conduct complaints, except
for those complaints against the Chief or the Deputy Chief:

6.3.1 the total number of conduct complaints made;
6.3.2 the number of referrals to the Complaint Director;

6.3.3 the number of conduct complaints determined to be unsubstantiated after
investigation, or not acted upon pursuant to Section 158 of the CSPA;

6.3.4 the number of hearings and findings from the hearings held pursuant to Sections 201
and 202 of the CSPA;

6.3.5 the number of complaints dealt with informally pursuant to Section 169 of the CSPA,
together with a summary of the nature of the complaints dealt with informally and the
informal resolutions achieved;

6.3.6 the number of complaints resolved or dealt with pursuant to Section 215;



6.3.7 a summary of the penalties imposed pursuant to Sections 200, 201 and 202 of the
CSPA;

6.3.8 the number of outstanding complaints as at the end of the reporting period; and

6.3.9 the time to complete each complaints process from the date the complaint is
received to the date it is disposed of.

7. IMPLEMENTATION

7.1 All policies, sections of policies of the Board inconsistent with the provisions of this
Policy are hereby repealed effective August 29,2024,

7.2 This Policy shall come into force on September 1, 2024

ADOPTED AND PASSED this 29" day of August 2024

WINDSOR POLIGE SERVICE BOARD
) y ¥/4.V. 9

Drew Dilké@j Chai\&/ Norma Coleman, Administrative Director

Sept 2hf Jot 3 203/

Date: I Date:




POLICY

WINDSOR POLICE SERVICE BOARD

Police Name: APPOINTMENT OF
SPECIAL CONSTABLES AS MEMBERS
OF THE WINDSOR POLICE SERVICE

Policy Number:
HR-010

Responsible Manager: Administrative
Director WPSB

Review Schedule:
As required by CSPA

Effective Date:
November 1, 2024

Next Review Date:

Repeals: Reporting: Chief annual
report to the Board as
per Section 6
PREAMBLE

1.1 AS subsection 37 (1) of the Community Safety and Policing Act, 2019, S.0. 2019, c. 1, Sched.
1, (“CSPA”) provides that a Board shall provide adequate and effective policing in the area for
which it has policing responsibility as required by Section 10 of the CSPA;

1.2 AND AS subsection 38 (2) of the CSPA provides that a Police Service Board may establish
policies respecting matters related to the Police Service or the provision of policing;

1.3 AND AS Sections 92, 93, 94 of the CSPA contain provisions governing the appointment, duties,
reappointment, suspension and termination of Special Constable appointments to be employed

as Members of the Service;

1.4 AND AS O. Reg. 396/23: Matters Respecting the Appointment and Functions of Special
Constables and the Authorization of Special Constable Employers, prescribes rules respecting
Certificates of Appointment, Weapons, Equipment, Special Constable Employer Applications and
powers and duties of Special Cohstables;

1.5 AND AS the Board has deemed it appropriate that it establish a policy regarding the
appointment of Special Constables to be employed by the Board as Members of the Service;

1.6 AND AS the Board has deemed it appropriate and consistent with the principles set outin
Section 1 of the CSPA, and with its objectives and priorities determined pursuant to Sections 37,
38, 92, 93, 94, and 94 of the CSPA and O. Reg 396/23 to require the Chief of Police to establish



procedures and processes in respect of the hiring, training, and deployment of Special
Constables.

THE WINDSOR POLICE SERVICE BOARD ADOPTS AS FOLLOWS:

DEFINITIONS

2.1 “Act” or “CSPA” means the Community Safety and Policing Act, 2018, 8.0. 2019, ¢. 1, Sched. 1,
and as amended;

2.2 “Board” means the Windsor Police Service Board;

2.3 “Certificate of Appointment” means a certificate issued by the Board pursuant to subsection
92 {6) of the CSPA, as amended, appointing an employee of the Service as a Special Constable;

2.4 “Chief” means the Chief of the Windsor Police Service;

2.5 “Member” means a member of the Windsor Police Service;
2.6 “Ministry” means the Ministry of the Solicitor General;

2.7 “Service” means the Windsor Police Service;

2.8 “Special Constable” in this Policy means a Member of the Service appointed by the Board to
carry out Special Constable functions in accordance with the CSPA, O, Reg. 396/23, as amended,
and the terms and conditions of the Certificate of Appointment.

BOARD POLICY

3.1 Itis the policy of this Board that all Special Constable appointments regarding Members of the
Service be made in consultation with and on the advice of the Chief, and that all such
appointments, including Special Constable duties, permitted weapons, suspension and
termination of appointments comply with the provisions of sections 92, 93 and 94 of the CSPA and
0. Reg 396/23, as amended.

DIRECTION TO THE CHIEF

4.1 The Chief shall make recommendations to the Board regarding Members to be appointed as
Special Constables.

4.2 The Chief shall ensure that candidates recommended to Board pursuant to Section 4.1 above
meet at a minimum the criteria set out in subsection 92 (1} of the CSPA, as amended.

4.3 The Chief shall ensure that the Special Constable powers and duties recommended to be
included in the Certificate of Appointment of a Special Constable are included in and do not
exceed the powers and duties prescribed in Columns 2, 3 and 4 of item 1 of the Schedule to O.

Reg. 396/23, as amended.

4.4 The Chief shall ensure that Speciat Constables receive, at a minimum, training mandated by
the Ministry from time to time, including initial and ongoing annual training.



4.5 The Chief shall ensure that the Board is notified of any circumstances reasonably requiring
consideration of an amendment, suspension, or termination of the Certificate of Appointment.

CERTIFICATE OF APPOINTMENT

5.1 Upon receipt of the recommendation made pursuant to Section 4 above, the Board shall
consider the recommendation, and in the absence of any contrary negative information which
indicates non-comptiance with the CSPA or O. Reg. 396/23, as amended, shallissue a Certificate
of Appointment to the Special Constable(s) who are the subject of the Chief’s recommendation.

REPORT TO THE BOARD

6.1 The Chief shall make an annual report each year including the following information:
6.1.1 The number of Special Constables employed as Members of the Service;
6.1.2 The number of Special Constables hired/appointed during preceding calendar year;

6.1.3 The units/duties to which Special Constables were deployed during preceding
calendar year;

6.1.4 The number of appointments terminated for disciplinary reasons;

6.1.5 The number of appointments terminated for non-disciplinary reasons;

6.1.6 The total hours of Special Constables who were off work during preceding calendar
year;

6.1.7 The number of public complaints made against Special Constables in the preceding
calendar year, and status/disposition of those complaints; and

6.1.8 Confirmation that the Service has followed the requirements of the terms of the
Certificate of Appointment, and the provisions of the CSPA and O, Reg 396/23, as
amended, or, if not in compliance, an explanation of any incident(s) of such
noncompliance.

IMPLEMENTATION

7.1 All other Policies, sections of Policies of the Board inconsistent with the provisions of this
Policy are hereby repealed effective October 31,2024,

7.2 This Policy shall come into force on November 1,2024.



ADOPTED AND PASSED this 31 day of October, 2024,

THE WINDSOR POLICE SERVICE BOARD

G W/m;u Cotorpur)

/ V
Drew Dilkens, Chair Norma Coleman, Administrative Director

NG, Y, 072 Yl 4 Ry

Date ( / Date



POLICY

WINDSOR POLICE SERVICE BOARD

Police Name: APPOINTMENT OF
SPECIAL CONSTABLES - SPECIAL
CONSTABLE EMPLOYERS

Policy Number:
HR-011

Responsible Manager: Administrative
Director WPSB

Review Schedule:
As required under CSPA

Effective Date:
November 1, 2024

Repeals:
NEW

Reporting: Chief annual
report to the Board as

Next Review Date:

per Section 7

PREAMBLE

1.1 AS subsection 37 (1) of the Community Safety and Policing Act, 2019, S.0. 2019, c. 1, Sched. 1,
(“CSPA”) provides that a Board shall provide adequate and effective policing in the area for which
it has policing responsibility as required by Section 10 of the CSPA,

1.2 AND AS subsection 38 (2) of the CSPA provides that a Police Service Board may establish
policies respecting matters related to the Police Service or the provision of policing;

1.3 AND AS Sections 92, 93, 94 of the CSPA contain provisions governing the appointment, duties,
reappointment, suspension and termination of Special Constable appointments to be employed
as employees of Special Constable Employers;

1.4 AND AS O. Reg. 396/23: Matters Respecting the Appointment and Functions of Special
Constables and the Authorization of Special Constable Employers prescribes rules respecting
Certificates of Appointment, Weapons, Equipment, Special Constable Employer Applications and
powers and duties of Special Constables;

1.5 AND AS Sections 97, 98 and 99 of the CSPA contain provisions governing the authorizations
issued by the Minister to Special Constable Employers, the duties of Special Constable
Employers, and the suspension or revocation of such authorizations;

1.6 AND AS The University of Windsor has employed Special Constables prior to the enactment of
the CSPA and will continue to do so in accordance with the provisions of the CSPA referenced



above, subject to being issued authorizations from the Minister under the said section 97 and to
the transition provisions of subsection 92 {12) of the CSPA,

1.7 AND AS the Board has deemed it appropriate that it establish a policy regarding the
appointment of Special Constables to be employed by Special Constable Employers;

1.8 AND AS the Board has deemed it appropriate and consistent with the principles set outin
Section 1 of the CSPA, and with its objectives and priorities determined pursuant to Sections 37,
38, 92, 93, 94, 97, 98, and 99 of the CSPA and O. Reg 396/23 to require the Chief of Police to
establish procedures and processes in respect of the appointment, training and deployment of
Special Constables.

THE WINDSOR POLICE SERVICE BOARD ADOPTS AS FOLLOWS:

DEFINITIONS

2.1 “Act” or "CSPA” means the Community Safety and Policing Act, 2019, S.0. 2019, ¢. 1, Sched. 1,
as amended;

2.2 “Authorization” means the authorization to employ Special Constables issued by the Minister
pursuant to Section 97 of the CSPA, as amended;

2.3 “Board” means the Windsor Police Service Board;

2.4 “Certificate of Appointment” means a certificate issued by the Board pursuant to subsection
92 (6) of the CSPA, as amended, appointing an employee of a Special Constable Employer as a
Special Constable;

2.5 “Chief” means the Chief of the Windsor Police Service;
2.6 "Member” means a member of the Windsor Police Setrvice;
2.7 “Service” means the Windsor Police Service;

2.8 “Speciat Constable” in this Policy means an employee of a Speciat Constable Employer
appointed by the Board to carry out Special Constable functions in accordance with the CSPA, O.
Reg 396/23, as amended, and the terms and conditions of the Certificate of Appointment;

2.9 “Special Constable Agreement” means a written contract between the Board and the Special
Constable Employer regarding the duties of the Special Constabie Employer, the terms and
conditions of the Special Constable appointments, including powers and duties, training,
investigations, comptaints, discipline, suspension and termination of Special Constables and
Special Constable appointments;

2.10 “Special Constable Employer” means a not-for-profit employer authorized by the Minister to
employ Special Constables pursuant to Section 97 of the CSPA, as amended, and includes the

University of Windsor.



3.

POLICY

3.1 itis the policy of this Board that all Special Constable Certificates of Appointment regarding
employees of Special Constable Employers be issued in consultation with and on the advice of
the Chief, and that all such appointments, including Special Constable powers and duties,
permitted weapons, suspension and termination of appointments comply with the provisions of
Sections 92, 93 and 94 of the CSPA and O. Reg 396/23, as amended.

3.2 Itis the further policy of this Board that no new Special Constable Appointments will be issued
after April 1, 2024, unless the Minister has issued a Speciat Constable Emptoyer authorization
under Section 97 of the CSPA, as amended.

3.3 It is the further policy of this Board that no new Special Constable Certificates of Appointment
will be issued until the Board and the Special Constable Employer enter into a Speciat Constable
Agreement.

3.4 1tis the further policy of this Board that such Special Constable Agreement be negotiated and
signed as soon as possible after April 1, 2024, and in any event, on or before July 31, 2024,

DIRECTION TO THE CHIEF

4.1 The Chief shall make recommendations to the Board regarding employees of Special
Constable Employers to be appointed as Special Constables.

4.2 The Chief shall ensure that candidates recommended to the Board pursuant to 4.1 above meet
at a minimum the criteria set out in subsection 92 (1) of the CSPA, as amended.

4.4 Regarding applications for appointment of Special Constables employed by the University of
Windsor, the Chief shall ensure that Special Constable duties and powers recommended to be
included in the Certificate of Appointment are included in and do not exceed the duties and
powers prescribed in Columns 2, 3 and 4 of item 5 of the Schedule to O. Reg. 386/23.

4.5 The Chief shall ensure that the Special Constable Employer ensures that its Special
Constables receive, at a minimum, training mandated by the Ministry from time to time, including
initial and ongoing annual training.

4.6 The Chief shall ensure that the Board is notified of any circumstances reasonably requiring
consideration of an amendment, suspension, or termination of the Certificate of Appointment.

4.7 Prior to making the recommendation referenced in this section 4.1 above, the Chief shall:

4.7.1 Consult with the Special Constable Employer regarding the matters detailed in this
section;

4.7.2 Ensure that the said Employer is aware of the CSPA provisions regarding Special
Constables.



5. DIRECTION TO SPECIAL CONSTABLE EMPLOYER

5.1 Every prospective Special Constable Employer shall complete and submit to the Chief and the
Board an application for each Special Constable Appointment.

5.2 Every prospective Special Constable Employer shall negotiate and enter into a written Special
Constable Agreement with the Board as defined in 2.9 of this Policy.

6. CERTIFICATE OF APPOINTMENT

6.1 Upon receipt of the recommendation made pursuant to Section 4 above, the Board shall
consider the recommendation, and in the absence of any contrary negative information which
indicates non-compliance with the CSPA or O. Reg. 396/23, as amended, shall issue a Certificate
of Appointment to the Special Constable who is the subject of the Chief’s recommendation.

7. REPORT TO THE BOARD
7.1 The Chief shall make an annual report including the following information:

7.1.1 The name of Special Constable Employers which employ Special Constables
pursuant to Certificates of Appointment issued by the Board;

7.1.2 The number of Special Constables employed by each Special Constable Employer;

7.1.3 The number of Special Constables appointed by the Board pursuant to this Policy for
each Special Constable Employer during preceding calendar year;

7.1.4 A general description of the duties of the Special Constables employed by each
Special Constable Employer;

7.1.5 The number of appointments of Special Constables which were terminated for
disciplinary reasons during preceding calendar year;

7.1.6 The number of appointments of Special Constables which were terminated for non-
disciplinary reasons during preceding calendar year,

7.1.7 The number of public complaints made against Special Constables in preceding
calendar year, and status/disposition of those complaints; and

7.1.8 Confirmation that the Special Constable Employer has followed the requirements of
the Authorization from the Minister, the terms of the Certificate of Appointment, the
provisions of the CSPA, and O. Reg. 396/23, as amended, and the Special Constable
Agreement, or, if not in compliance, an explanation of any incident(s) of such non-
compliance.

8. IMPLEMENTATION

8.1 All other Policies, or sections of policies of the Board inconsistent with the provisions of this
Policy are hereby repealed effective October 31, 2024.

8.2 This Policy shall come into force on November 1, 2024.



ADOPTED AND PASSED this 31* day of October 2024.
THE WINDSOR POLICE SERVICE BOARD

Qe

Drew Dllkens Chair Norma Coleman, Administrative Director
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Date Date



WINDSOR POLICE SERVICE BOARD

POLICY

Policy Name: Policy Number:

Administration of Public Complaints HR-012

System - Special Constables Employed

by the Board

Responsible Manager: Review Schedule: Effective Date:

Administrative Director As required under November 1, 2024
CSPA/Regulation

Repeals: NEW Reporting: Chief-Annual | Next Review Date:
Report to WPSB

1. PREAMBLE:

AS subsection 37 (1) of the Community Safety and Policing Act, 2019, S.0. 2019, ¢. 1, Sched. 1,
(“CSPA”) provides that a Board shall provide adequate and effective policing in the area for which
it has policing responsibility as required by Section 10 of the CSPA;

1.2 AND AS subsection 38 (2) of the CSPA provides that a Police Service Board may establish
policies respecting matters related to the Police Service or the provision of policing;

1.3 AND AS O. Reg. 411/23: Complaints About Special Constables prescribes processes for
reporting, receiving, investigating and, where appropriate, imposing discipline in respect of Public
Complaints against Special Constables;

1.4 AND AS the Board deems it expedient to enact this Policy to ensure that the response to public
complaints by the Board and the Service adheres to the principles set out in the said O. Reg.
411/23, the CSPA and this Policy.

THE WINDSOR POLICE SERVICE BOARD ADOPTS AS FOLLOWS:

2.

DEFINITIONS

2.1 “Act” or “CSPA” means the Community Safety and Policing Act, 2019, S.0. 2019, c. 1, Sched. 1,
and amendments;

2.2 “Board” means the Windsor Police Service Board;



2.3 “Chief” means the Chief of the Windsor Police Service;

2.4 “Deputy” means the Deputy Chief of Police of the Windsor Police Service;
2.5 “Administrative Director” means the Administrative Director of the Board,
2.6 “Member” means a member of the Windsor Police Service;

2.7 “Misconduct” means misconduct as defined in Section 195 of the CSPA;
2.8 “Police Officer” is defined in accordance with the CSPA;

2.9 “Professional Standards Unit” means the Unit within the Service designated by the Chief to
deal with discipline matters, including Public Complaints, and to liaise with LECA,;

2.10 “Service” means the Windsor Police Service; and

2.11 “Special Constable” means a person appointed as a Special Constable under Section 92 of
the CSPA.

BOARD POLICY

3.1 The Board recognizes and adheres to the principle that fair, open, prompt, thorough and
efficient response to Pubtic Complaints, including Pubtic Complaints against Speciat Constables,
is a cornerstone to establishing and maintaining a positive community-police relationship, and it
is therefore the policy of the Board that such complaints be dealt with in a professional and
thorough manner in accordance with O. Reg. 411/23: Complaints About Special Constables, the
CSPA and the procedures established by the Chief as directed in this Policy.

DIRECTION TO THE CHIEF - PUBLIC COMPLAINTS

4.1 PROCEDURES

4.1.1 The Chief shall develop and maintain a procedure to ensure that complaints are
processed in accordance with the provisions of O. Reg. 411/23: Complaints About Special
Constables and shall provide a copy of the said procedure to the Board.

4.1.2 The Chief shall maintain a Professional Standards Unit, adequately staffed and
trained, to receive, investigate and where appropriate, prosecute or assist in the
prosecution of Public Complaints against Special Constables in accordance with O. Reg.
411/23: Complaints About Special Constables.

4.2 The Chief shall ensure that said procedure referred to in Article 4.1 above complies with the
provisions of Sections 4 and 5 of the said O. Reg. 411/23, including, at a minimum the following

provisions:

4.2.1 If the Chief of Police receives a complaint made in accordance with Ontario
Regulation 411/23 about a Special Constable employed by a Special Constable Employer,
the Chief of Police shall forward the complaint to the Special Constable Employer and will
notify the complainant that the complaint has been forwarded to the Special Constable
Employer;



4.2.2 If the Chief of Police receives a complaint made in accordance with Ontario
Regulation 411/23 about a Special Constable employed by the Board, the Chief of Police
shall provide the complainant with written acknowledgment that the complaint has been
received and shall:

{a) ensure that the complaint is investigated to determine whether the Special
Constable’s conduct constitutes misconduct, contravened the terms and
conditions of the Special Constable’s Certificate of Appointment or contravened
any provision of the Act or the Regulations;

{b} ensure that any allegations in the complaint of conduct that may constitute
criminal conduct are investigated by a Member of the Police Service or of another
police service;

(c) advise the complainant, in writing, of the cutcome of the investigation of the
complaint and report on the outcome of the investigation to the Board;

(d) endeavour to complete any investigation of a Special Constable under this
Section within 120 days after receiving the complaint, not including any period
during which the investigation is postponed or suspended;

(e} if the timing requirements above are not met in respect of an investigation, the
Chief of Police shall give notice of the status of the investigation to the complainant
and to the person being investigated every 30 days until the investigation is
concluded uniess, in the opinion of the Chief of Police, doing so might prejudice the
investigation; and

{f) if the Special Constable is found to have engaged in conduct that constitutes
misconduct, contravened the terms and conditions of their Certificate of
Appointment or contravened any provision of this Act or the Regulations, the Chief
of Police shall take appropriate action to remedy the contravention.

4.3 Notice to the public about how to make a complaint against a Special Constable shall be
published on the Board’s web site and the Service’s web site.

4.4 That Pubtic Complaints received by any Member of the Service be forwarded immediately to
the Chief to be dealt with in accordance with the said Ontario Regutation 411/23.

4.5 That when the Service is accepting a complaint it will ensure that notice of the complaint is not
provided to the respondent Special Constable or any other Member until the Chief so directs.

4.6 That adequate training is provided to all Members of the Service in respect of the complaints
procedures of the Service and the said O. Reg. 411/23: Complaints About Special Constables.

4.7 That the procedures developed by the Chief include a mechanism to provide assistance for
Public Complainants who may not be literate, or who may not be fluent in English.

4.8 That all notices to the Complainant, the Special Constable who is the subject of the
Complaint, the Compliant Director and the Board be given as required by O. Reg. 411/23 and the
CSPA.



5.

REPORTING REQUIREMENTS
5.1 CONDUCT COMPLAINTS OF A SERIOUS NATURE

5.1.1 The Chief shall make a confidential written report in respect of any Conduct
Complaint which involves allegations of criminal misconduct by a Special
Constable, or which involves allegations of misconduct which are of such a serious
nature that, if proven, are likely to call into question the reputation or integrity of the
Service, or which involve the public interest.

5.1.2 The said reports shall contain information as to the nature of the conduct
alleged, the action being taken regarding the comptaint, and any other information
which the Chief feels is relevant but shall not include the name of the Special
Constable who is the subject of the report.

5.2 BOARD REPORTS: In all other matters of Public Complaints regarding Special Constables,
the Chief shall report to the Board as follows:

5.2.1 The Chief shall make annual written reports to the Board on the administration of the
Public Complaints process, such report to be provided to the Board in January of each year.

5.2.2 The reports shallinclude comparative data for the immediately preceding catendar
year.

5.2.3 The Chief shall include the relevant Complaints information in the Annual Report of
the Service.

5.3 The reports shall include the following information in respect of conduct complaints regarding
Special Constables:

5.3.1 the total number of conduct complaints regarding Special Constables made;

5.3.2 the number of conduct complaints determined to be unsubstantiated after
investigation;

5.3.3 the number of conduct complaints determined to be substantiated, and the action or
remedy taken by the Chief in each;

5.3.4 the number of outstanding complaints as at the end of the reporting period; and

5.3.5 the time to complete each complaints process from the date the complaint is
received to the date it is disposed of.

IMPLEMENTATION

6.1 Any policies, sections of policies of the Board inconsistent with the provisions of this Policy are
hereby repealed.

6.2 This Policy shall come into force on November 1, 2024.



ADOPTED AND PASSED this 31 day of October 2024.

THE WINDSOR POLICE SERVICE BOARD

g Wrma e man

|
Drew Dilkergs,/Chair Norma Coleman, Administrative Director
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WINDSOR POLICE SERVICE BOARD
POLICY

Policy Name: Internal Complaints System
Regarding Misconduct of Special
Constables

Policy Number:
HR-013

Responsible Manager: Administrative

Review Schedule:

Effective Date:

Director WPSB 3 Years November 1, 2024
Repeals: New Reporting: As per Section 5 | Next Review Date:
of policy November 2027

PREAMBLE

1.1 AS subsection 37 (1) of the Community Safety and Policing Act, 2019, S.0. 2019, c. 1,
Sched. 1, (“CSPA”) provides that a Board shall provide adequate and effective policing in
the in the area for which it has policing responsibility as required by Section 10 of the CSPA,;

1.2 AND AS subsection 38 (2) of the CSPA provides that a Police Service Board may
establish policies respecting matters related to the Police Service or the provision of

policing;

1.3 AND AS Section 183 (1) of the CSPA provides that every Chief of Police shall establish
written procedures regarding the disclosure of misconduct that is alleged to have been
engaged in by Members of its Police Service, other than by the Chief of Police or Deputy
Chief of Police;

1.4 AND AS Part Xl of the CSPA sets out the rights and duties of Police Service Members,
Former Police Service Members, Chiefs of Police and Police Service Boards regarding
procedures for disclosure of misconduct, reporting to the Inspector General in certain
circumstances and protection from reprisals;

1.5 AND AS Part Xll of the CSPA addresses procedures regarding work performance,
discipline, misconduct, investigations and discipline, including a requirement in Section
194 that every Chief of Police shall establish written procedures for the assessment of work
performance of Members and the imposition of discipline, and shall make the procedures
available to Service Members and the Police Associations representing Members;



1.6 AND AS Section 195 of Part Xlt the CSPA defines misconduct;

1.7 AND AS the Board deems it expedient to enact this Policy to ensure that the response
to internal complaints of Special Constable misconduct by the Board and the Service
adheres to the principles set out in Part Xt and Xl of the CSPA, accepted human resource
principles and this Policy.

THE WINDSOR SERVICE BOARD ADOPTS AS FOLLOWS:
2. DEFINITIONS

2.1 “Act” or “CSPA” means the Community Safety and Policing Act, 2019, 5.0. 2019, c. 1, Sched. 1,
and amendments;

2.2 “Board” means the Windsor Police Service Board,
2.3 “Chief” means the Chief of Police of the Windsor Police Service;
2.4 “Code of Conduct” means O. Reg. 410/23: Code of Conduct for Special Constables;

2.5 “Collective Agreement” means the collective agreement made between the Board and the
Police Association, as amended from time to time;

2.6 “Complaints Director” means the person appointed by the Lieutenant Governor in Council
under Section 131 of the CSPA as the head of LECA,

2.7 “Deputy Chief” means the Deputy Chief of Police of the Windsor Police Service;
2.8 “Administrative Director” means the Administrative Director of the Board;
2.9 “Former Member” means a former employee of the Windsor Police Service;

2.10 “Inspector General" means the person appointed to that position by the Lieutenant Governor
in Council;

2.11 "Internal Complaint” means a complaint about the conduct of a Special Constable that is not
directed at or otherwise directly affects a member of the public and that, if proven, constitutes
misconduct as defined in Section 195 of the CSPA;

2.12 “Member” means a Member of the Windsor Police Service;

2.13 "Ministry" means the Ministry of the Solicitor General;

2.14 “Misconduct” means misconduct as defined in Section 195 of the CSPA,;
2.15 “Police Association” means the Windsor Police Association;

2.16 “Professional Standards Unit” means the Unit within the Service designated by the Chief to
deal with discipline matters, including Pubtic Complaints, and to liaise with LECA; and

2.17 “Service” means the Windsor Police Service.



BOARD POLICY

3.1 The Board recognizes and adheres to the principle that fair, open, prompt, thorough and
efficient response to Internal Complaints made against Speciat Constablesis a
cornerstone to establishing, maintaining and promoting public trust in the Board and the
Service It is therefore the policy of the Board that such complaints be dealt withina
professional and thorough manner in accordance with Parts Xt and Xl of the CSPA, and
procedures established by the Chief as directed in this Policy and the CSPA.

DIRECTION TO THE CHIEF - INTERNAL COMPLAINTS

4.1 PROCEDURES:

4.1.1 The Chief shall develop and maintain a procedure to ensure that Internal
Complaints regarding Special Constables are processed in accordance with the
provisions of Parts X, Xll and the Regulations of the CSPA, and this Policy and shall
provide a copy of the said procedure to the Board.

4.1.2 The Chief shall maintain a Professional Standards Unit, adequately staffed,
and trained to receive, investigate such Internal Complaints, or alternatively, shall
ensure that at least one other Member of the Service is adequately trained to
investigate such Internal Complaints.

4.2 The Chief shall ensure that said procedure referred to in Article 4.1 addresses, ata
minimum, the following:

4.2.1 Disclosure of misconduct in accordance with Section 183 of the CSPA,;

4.2.2 Circumstances requiring disclosure to the Inspector Generalin accordance
with Section 185 of the CSPA;

4.2.3 Protection from reprisals in accordance with Sections 190 and 191 of the
CSPA;

4.2.4 Adherence to relevant Collective Agreement provisions;

4.2.5 Investigations in accordance with generally accepted human resources
principles;

4.2.6 Discipline Measures and Hearings in accordance with relevant Collective

Agreement provisions and generally accepted human resources principles;

4.2.7 That when the Service is accepting an Internal Complaint regarding a Special
Constable it will ensure that notice of the complaint is not provided to the Special
Constable who is the subject of the Complaint until the Chief directs that such

notice ¢an be given.

4.3 That adequate training is provided to all Members of the Service in respect of the
complaints procedures of the Service regarding Special Constables.



5.

REPORTING REQUIREMENTS
5.1 CONDUCT COMPLAINTS OF A SERIOUS NATURE

5.1.1 The Chief shall make a confidential written report to the Board in respect of
any Conduct Complaint regarding a Special Constable which involves allegations of
criminal misconduct by a Special Constable, or which involves atlegations of
misconduct which are of such a serious nature that, if proven, are likely to call into
question the reputation or integrity of the Service, or which involve the public
interest.

5.1.2 The said reports shall contain information as to the nature of the conduct
alleged, the action being taken regarding the complaint, and any other information
which the Chief feels is relevant but shall not include the name of the Special
Constable who is the subject of the report.

5.2 BOARD REPORTS

5.2.1 The Chief shall make an annual written report to the Board on the
administration of the Internal Complaints process regarding Special Constables,
such report to be provided to the Board in January of each year.

5.3 The reports shall include the following information in respect of Internal complaints,
except for those complaints against the Chief or the Deputy Chief:

5.3.1 the aggregate disciplinary measures the Chief has taken in respect of Internal
Complaints regarding Special Constables;

5.3.2 the number of Internal Complaints determined to be unsubstantiated after
investigation;

5.3.3 the number of grievance hearings and findings from the hearings held
pursuant to the relevant Collective Agreement provisions;

5.3.4 a summary of the penalties imposed;

5.3.5 comparative data for the same time period in the immediately preceding
calendar year; and

5.3.6 the time to complete each complaints process from the date the complaintis
received to the date it is disposed of.

IMPLEMENTATION

6.1 Any Policy, sections of policies of the Board inconsistent with the provisions of this
Policy are hereby repealed.

6.2 This Policy shall come into force on November 1, 2024,



ADOPTED AND PASSED this 31° day of October 2024.

THE WINDSOR POLICE SERVICE BOARD
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Drew Dilkens, Chair Nom*a Coleman, Administrative Director
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WINDSOR POLICE SERVICE BOARD
POLICY

Policy Name: USE OF AUXILIARIES AND
VOLUNTEERS

Policy Number:
HR-014

Responsible Manager: Administrative

Review Schedule:

Effective Date:

Director WPSB 5Years November 1, 2024
Repeals: AR-Al005, June 21, 2012; AR- Reporting: Chief annual Next Review Date:
Al006, October 26, 2006 report to the Board as per | November 2029

Section 5

PREAMBLE

1.1 AS subsection 37 (1) of the Community Safety and Policing Act, 2019, S.0. 2019, c. 1,
Sched. 1, (“CSPA”) provides that a Board shall provide adequate and effective policing in
the area for which it has policing responsibility as required by Section 10 of the CSPA;

1.2 AND AS subsection 38 (2) of the CSPA provides that a Police Service Board may
establish policies respecting matters related to the Police Service or the provision of

policing;
1.3 AND AS Section 91 of the CSPA addresses the appointment, authority and restrictions
in relation to the use of auxiliaries by police services;

1.4 AND AS subsection 11 (3) of the CSPA authorizes a Chief of Police to take reasonable
steps to develop partnerships with trained volunteer groups to facilitate operations
described in Section 7, 8, 9 and subsection 10 (1) of the CSPA;

1.5 AND AS the Board deems it appropriate that the Chief of Police be permitted to utilize
volunteers to assist in non-policing functions in addition to the functions recited above;

1.6 AND AS O. Reg. 392/23: Adequate and Effective Policing (general) prescribes standards
for adequacy and effectiveness of police services;



THE WINDSOR POLICE SERVICE BOARD ADOPTS AS FOLLOWS:

2.

3.

DEFINITIONS

5 4 “Act” or “CSPA” means the Community Safety and Policing Act, 2019, S.0. 2019, c. 1,
Sched. 1, and amendments;

2.2 “Auxitiary Member” means a member of a police service appointed under Section 91 of
the CSPA;

2.3 “Board” means the Windsor Palice Service Board;

2.4 “Chief” means the Chief of the Windsor Police Service;

2.5 “Member” means a member of the Windsor Police Service;
2.6 “Ministry” means the Ministry of Solicitor General;

2.7 “Service” means the Windsor Police Service;

2.8 “\olunteer” means those individuals who enter into or offer themselves for any service
of their own free will and, in the case of the Service, are designated as community
members.

POLICY

3.1 Public safety, quality of life, and the prevention of crime are the utmost importance to
the Board, and itis therefore the policy of the Board that the use of auxiliaries/volunteers by
the Police Service shalt be conducted only to accordarnce with the procedure set out by the
Chief of Police as established in accordance with this Policy.

DIRECTION TO THE CHIEF
4.1 PROCEDURES

4.1.1 The Chief shall establish written procedures and processes with respectto the
use of auxiliaries and volunteers in accordance with Appendix A.

4.1.2 The Chief shall develop a policy respecting the appointment process for the
appointment of auxiliary members of the Service and recruitment process for use of

volunteers by the Police Service.

4.1.3 The Chief shall develop a policy respecting the issuance of firearms to
auxiliary members in accordance with subsection 91 (7) of the CSPA.

4.1.4 No auxiliary member shall be appointed by the Board unless the Chief
confirms in his/her report recommending appointment and that the appointment
process has been followed by the Service.



4.2 SUPERVISION

4.2.1 The Chief shall ensure that auxitiary members and community volunteers are
under the direction and supervision of a member of the Police Service.

4.3. TRAINING

4.3.1 The Chief shall ensure that auxiliary members of the Police Service and
community volunteers receive training and have the requisite knowledge, skilts, and
abilities to perform these functions prior to deployment.

5. REPORT TO THE BOARD

5.1.1 The Chief shall make a written report to the Board for any requests or
recommendations for appointments and initiation of auxiliary recruiting drives,
promotion, demotion, suspension, or termination of the appointment of auxiliary
members of the Service.

&.1.2 The Chief shall make a written report to the Board each year. The report shall
include:

a. a summary of the written procedures that address the use of
auxiliaries/volunteers;

b. the status of Service compliance with said procedures;

¢. confirmation that auxiliary members have been trained in accordance with
section 4.3.1;

d. generally commenting on the appointment process in respect of auxiliary
rmembers;

e. confirming the number and rank of auxiliary members and any changes
since the date of the last report;

f. confirming the work performed by the auxiliary members; and

g. an indication of resources used and cost associated with the Windsor
Auxiliary Police Service.

6 IMPLEMENTATION

6.1Windsor Police Service Board Policy - Adequacy O.REG. 3/99 Number AR-Al005, june
21, 2012 (Use of Auxiliaries); Number AR-AI006, October 21, 2006 (Use of Volunteers) and
any other policies, sections of policies of the Board inconsistent with the provisions of this
Policy are hereby repealed effective October 31, 2024.

6.2 This Policy shall come into force on November 1, 2024.

ADOPTED AND PASSED this 31+ day of October 2024.
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Appendix "A"

Policing Standards Manual (2000) Use of Auxiliaries

Legislative/Regulatory Requirements

Section 52 of the Police Services Act addresses the appointment, authority and
restrictions in relation to the use of auxiliaries by police services.

In addition, the Adequacy Standards Regulation makes reference to the use of auxiliaries
in the delivery of the police service’s community-based crime prevention initiatives,
under the direction of a member of the police service.

Sample Board Policy
Board Policy #

1t is the policy of the Police Services Board with respect to the use of
auxiliaries that the Chief of Police will:

a) develop and maintain procedures that address the use of auxiliaries by the police
service in accordance with the Police Services Act and the Adequacy Standards
Regulation; and

b) ensure that records are maintained relating to the use of auxiliaries.

Police Service Guidelines

Procedures 1. Every police service’s procedures should:

a) set out the roles and activities of auxiliarics;

b) address the selection, supervision and training of auxiliaries;

c) address the termination of auxiliaries;

d) require, unless authorized under the Police Services Aet, that an auxiliary shall
not perform the duties normally performed by a member of a police service;

¢) prohibit an auxiliary from operating a marked patrol vehicle, except where the
auxiliary is using the vehicle to attend an auxiliary event, a police sponsored
function, or in an emergency where an officer, with whom an auxiliary is riding
along, requests the auxiliary to drive the vehicle to assist the officer in performing
his or her duties, or where the officer is incapacitated and unable to provide
direction;

f) require that uniforms and insignia for its auxiliaries are distinct from the uniforms
of police officers;

g) require that an auxiliary not be equipped with a weapon nor use force on another
person except in compliance with Regulation 926 on Equipment and Use of
Force.

November 2000 AI-Q05 1/2
O_ntario Ministry of the

Solicitor General



Policing Standards Manual (2000} Use of Auxiliaries

2. Nothing in section 1 precludes a police service from using auxiliaries to assist in the
delivery of community-based crime prevention initiatives and ground search for lost
or missing persons, subject to those individuals being under the supervision of
members of the police service.

3. Every Chief of Police should maintain records relating to the use of auxiliaries,
including when an auxiliary is authorized under section 52 of the Police Services Act
to perform police duties, including the nature of the special circumstances and the
duration of the authorization,

4. Every Chief of Police should ensure that auxiliaries have the knowledge, skills and
abilities required, including knowledge of citizens powers of arrest, the Canadian
Charter of Rights and Freedoms, note taking procedures, use of communications
equipment, use of force and any other internal policies and procedures dealing with
the use of auxiliaries.

November 2000 Al-005 2/2

Ontario Ministry of the

Solicitor General



Appendix "B"

Policing Standards Manual (2000) Use of Volunteers

Legislative/Regulatory Requirements

The Adequacy Standards Regulation makes reference to the use of volunteers in the
delivery of the police service’s community-based crime prevention initiatives and ground
search for lost or missing persons, under the direction of a member of the police service.

Sample Board Policy
Board Policy #

It is the policy of the Police Services Board with respect to the use of
volunteers that the Chief of Police will:

a) develop and maintain procedures that address the use of volunteers by the police
service in accordance with the Adequacy Standards Regulation, including
recruitment, screening, training and supervision; and

b) ensure that records are maintained relating to the use of volunteers.

Police Service Guidelines

Procedures 1. Every police service’s procedures on the use of volunteers should:

a) set out the roles and activities of volunteers that are used by the police service in
directly delivering programs or services on behalf of the police service;

b) address the recruitment and screening of volunteers, including reference and
records checks, as appropriate;

¢) address the training and ongoing supervision volunteers;

d) address the termination of volunteers;

¢) require that volunteers are not to be used to undertake any functions or activities
that must be performed by members of the police service or by police officers
under the Adequacy Standards Regulation;

f) prohibit a volunteer from operating a marked general patrol vehicle;

g) require that volunteers are not to carry or be equipped with weapons;

h) require that volunteers, other than chaplains and members of police bands and
choirs, are not to be equipped with or wear a police uniform; and

i) require that uniforms and insignia for its volunteer members of police bands and
choirs are distinct from the uniforms of police officers.

2. Nothing in section 1 precludes a police service from using volunteers in community-
based crime prevention and victim's assistance initiatives and ground search for lost
or missing persons, subject to those individuals being under the supervision of
members of the police service.

November 2000 AI1-006 1/2
Ontario Ministry of the

Solicitor General



Policing Standards Manual (2000) Use of Volunteers

3. Every Chief of Police should ensure that records are maintained relating to the use of
volunteers by the police service.

November 2000 AI-006 272
Ontarioc Ministry of the

Solicitor General



WINDSOR POLICE SERVICE BOARD

POLICY
Policy Name: SKILLS DEVELOPMENT Policy Number:
AND LEARNING PLAN HR-015
Responsible Manager: Administrative Review Schedule: Effective Date:
Director WPSB Every3Years December 13, 2024
Repeals: AR-A1002, January 24, 2013 Reporting: Chief annual Next Review Date:
report to the Board as per | December 2027
Section 5

1. PREAMBLE

1.1 AS subsection 37 (1) of the Community Safety and Policing Act, 2019, S.0.2019,¢.1,
Sched. 1, (“CSPA”) provides that a Board shall provide adequate and effective policing in
the in the area for which it has policing responsibility as required by Section 10 of the CSPA.

1.2 AND AS subsection 38 (2) of the CSPA provides that a Police Service Board may
establish policies respecting matters related to the Police Service or the provision of
policing;

1.3 AND AS O. Reg. 392/23: Adequate and Effective Policing (General) prescribes standards
for adequacy and effectiveness of police services;

1.4 AND AS Part Al-002 of the Policing Standards Manual (2000), a copy of which is
attached hereto as Appendix A, contains guidelines directing the Chief relative to a skills

development and learning plan.

THE WINDSOR POLICE SERVICE BOARD ADOPTS AS FOLLOWS:

2. DEFINITIONS

2.1 “Act” or “CSPA” means Community Safety and Policing Act, 2019, S.0.2019,c.1,
Sched. 1, and amendments;



2.2 “Board” means the Windsor Police Service Board;
2.3 "Chief” means the Chief of the Windsor Police Service;

2.4 “Manual” means the Policing Standards Manual published by the Ministry of the
Solicitor General;’

2.5 “Member” means a member of the Windsor Police Service;
2.6 “Service” means the Windsor Police Service.

3. POLICY

3.1 The Board recognizes that proper training and skills are of the utmost importance, and it
is therefore the policy of this Board that appropriate skills development and learning be
mandated in accordance with the procedures established by the Chief as directed by this

Policy.
4. DIRECTION TO THE CHIEF

4.1 The Chief shall develop and maintain a Skilts Development and Learning Plan that is
consistent with Appendix A.

4.2 The Chief shall ensure that the Skills Development and Learning Plan ensures the
development and maintenance of knowledge, skills, and abilities of Members consistent

with Appendix A.

4.3 The Chief shall ensure that the Skills Development and Learning Plan is reviewed on an
annual basis and amended as required.

5, REPORTS TO THE BOARD

5.1 The Chief shall make a written report to the Board each year in respect of the Skills
Development and Learning Plan. The report witl contain:

a) a summary of the Skills Development and Learning Plan; and
b} the status of Service comptiance with the said Plan,

6. IMPLEMENTATION

6.1 Windsor Police Service Board Policy - Adequacy O.REG. Al002, January 1, 2013, and
any other policies, sections of policies inconsistent with the provisions of this Policy are

hereby repealed effective December 12, 2024,

6.2 This Policy shall come into force on December 13, 2024.

ADOPTED AND PASSED this 12 day of December 2024,
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APPENDIX "A™

Policing Standards Manual (2000) Skills Development
and Learning

Legislative/Regulatory Requirements

Section 33 of the Adequacy Standards Regulation requires a police service to have a
skills development and learning plan that addresses:

s the plan’s objectives;
o the implementation of a program to coach or mentor new officers; and
e the development and maintenance of the knowledge, skills and abilities of members
of the police service, including:
e the police service’s criminal investigators;
e members of the police service who provide investigative supports functions, if
any;
members of a public order unit, if any; and
members of the police service who provide emergency response setvices.

Sample Board Policy
Board Policy #

It is the policy of the Police Services Board with respect to skills
development and learning that the Chief of Police will:

a) prepare, (identify timeframe - at least once every three years), a skills development
and learning plan that:

i) provides an overview of the police service’s existing and anticipated future

needs in relation to skills development and learning;

ii) identifies the police service’s skills development and learning objectives;

iii) promotes cost-effective and innovative delivery of skills development and

leatning, including potential partnerships with other service providers;

iv) supports coaching or mentoring of new officers;

v) ensures the development and maintenance of the knowledge, skilis and abilities
of members of the police service consistent with the Adequacy Standards
Regulation;

vi) emphasizes the importance of organizational learning; and
vii) addresses the responsibility of members for career development and skills
development and fearning.

February 2000 AI-002 1/2

@ Ontario Ministry of the
Soliciior General



Plan

Policing Standards Manual {2000} Skills Development

and Learning

Police Service Guidelines

1. Every Chief of Police will prepare, (identify time frame - af least once every three

years), a skills development and learning plan that should:

a) provide an overview of the police service’s existing and anticipated future needs in
relation to skills development and learning;

b) set out the police service’s skills development and learning objectives, including
potential partnerships with other service providers;

¢) address cost-effective and innovative delivery of skills development and learning;

d) ensure that members are kept informed of changes in the law, emerging issues and
trends;

¢) address the development and maintenance of the knowledge, skills and abilities of
members of the police service, including:

i) criminal investigators;

ii) members providing investigative supports;

iif) members providing public order unit services;

iv) members providing emergency response services; and

v) communications opetators/dispatchess and their supervisors;

f) address the training and sharing of information with officers, communications
operators/dispatchers and supervisors on local protocols, conflict resolution and use
of force related to persons who are emotionally disturbed, have a mental iliness or
developmental disability;

g) require a program to coach or mentor new officers, including a selection process
and training for coach officers; and

h) address the responsibility of members for career development and skills
development and learning.

February 2000 Al-002

212

&) Ontario Ministry of the
Solicitor General



