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C ANADIAN SOCIAL AND POLITICAL INSTITUTIONS have found it difficul-

to respona casiy and quickly to the changing multiracial community they are meant to serve. Few
Instutions and tne police are no exception, have been able to escape the criticism of slow
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©& SoTmmaniT poses problems for the police, but what about the problems the police pose for
Sat-Rciubethoalbhabbnty Racial minorities have been complaining of a constant pattern of police harass-
* sensitivity to their life-styles and needs. Is there a justified tradition of distrust
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2T o mindriies towards the police? Is this antagonism exacerbated by the perception of

E

n2 entorcement arm of the white establishment?
TETC r*._afri:;- cetween the police and visible minorities will always, it seems, be a sensitive
TEET D Iiniztm [ many ways, the relations between the police and the visible minority com:-

T-TiTEE 02T 0¢ szen as the flash-point, the means to gauge the general temper of race relations in

© -z niznis petween the police and a visible minority community can have an inflam-
TETT imenourin relations generally, it is important to recognize that such incidents can be
ST T inl ir muln larger and more serious institutional and societal problems. It is important
TitsoIt irimmences light up the social context in which these conflicts occur rather than darker
ITI Izl osmem.

- - .=z to Treriome the sense of inevitability about the tensions and conflicts that will arise
T=T 22T T Il ET2 minorities.

<P ectations of the police are far too high. The police are certainly not agents of
Soo.i o727 ltizinus important to realistically assess how much one can expect the police them-
“z2i 0 mToIvve tne situation. This issue is an acknowledgement of the important initiatives that

i -2xen by the police themselves as well as those undertaken by government, and
2.2 minorities and community agencies. However, while the level of activity
- ST oriving police — minority relations has increased, more attention needs to be given

p— L

-ITIENS CIIn activities are productive and which are not. Without the development of
Teo7o-f ZuiltaTve (iteria, quantitative improvements can be a delusion.
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Daniel GG. Hill

The relationship between the police and the
community s one of infinite complexity, and
has been since the emergence of the modern
police force in the early nineteenth century.

Sir Robert Peel, generally acknowledged to
be the founder of the modern force, was well
aware of the thin dividing line between a force
of protectors and a force of tyrants. His con-
ception of the ““police as the public and the
public as the police’”” required more than a
mere liaison between the community and their
appointed protectors. Nothing less than true
integration into the framework of the existing
community could prevent a version of arbi-
trary rule being exercised by the police.

The “"Peelers”’, as they were known, often
faced resistance from the community who
viewed their presence as a threat to traditional
British freedoms. Confrontations between
privately maintained police forces and the
“"Peelers”” were not uncommon. In an effort to
retain individual liberty, public police powers
were often curtailed and the reciprocal checks
and balances of internal and judicial control
were minimal.

Today in Canada, life without an effective
public police force seems inconceivable.
Generally communities welcome the existence
of a body which will protect and defend the
peace and good order of their society.

The Nature of Policing

Perhaps at this point we should pause to
consider how the nature of policing has
changed. It is estimated that 80% of calls for
police services are for non-crime related ac-
tivities. Police are frequently the only front
line service dealing with the effects of family
upheaval, racial discord, youth unemploy-
ment and general states of isolation and
alienation. Naturally the emphasis of police

activities must be pro-active and preventive to
meet this demand. The creation by many
Canadian police forces of ethnic squads has
been an invaluable addition to the preventive
model. The ethnic squads have been particu-
larly successful at lessening racial tensions and
narrowing the cultural gap between the police
and community members. In spite of the
many valid criticisms which arise in our multi-
racial communities, we must not forget the
substantial achievements in policing that have
already been made.

The comments of Dr. Karl Menniger in The
Crime of Punishment must be kept in mind
when considering any new model of policing:

"“The police officer is expected to do a
superman’s job. He is expected to be
more brave, more upright, more self-
controlled, more resistant to bribery and
other temptations, more courteous,
more discriminating, more shrewd,
more unruffled by humiliation and
frustration than all other citizens. He has
to make rapid decisions many times a
day in difficult situations. The average
policeman renders far more judgments
of guilty and not guilty than does the
average judge. He has to call upon ex-
traordinary resources of tact, experience,
knowledge, and training to deal correctly
at the needed moment with threatening
or suspicious behaviour.”’

Although new models of policing call for a
community service orientation, the police of-
ficer’s job remains a dangerous one. The re-
cent murders of a number of constables in On-
tario are grim reminders of the extreme
hazards our police face. Few of us are ever
asked to risk our lives in the service of the
community, but for a policeman this goes with

the job. Our public consciousness will always
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be outraged at such brutal acts of violence.

Yet, while we may no longer argue with the
concept of public policing, our muitiracial
communities still frequently question the exer-
cise of police power. As police powers have
increased over time, the corresponding levels
of public accountability seem sadly lacking.

Lord Scarman, reporting on the Brixton
disorders in London, echoes many of the
criticisms voiced in our own society:

Another variant is that the Metropolitan
police have not yet fully solved the prob-
lem of maintaining the rule of law in a
multi-racial society. Those who express
this view do not quarrel with the princi-
ple that there is one laid down by Parlia-
ment which must apply to all citizens:
But they do ask whether the police have
learned to enforce the law in areas with
high ethnic minority populations, with
the same degree of discretion with which
they are wont to enforce it in other parts
of the country.

All too often, police are perceived by our
visible and ethnic minorities as aloof from
those they serve, vested with far reaching and
oppressive powers against which the ordinary
citizen has no redress. Sir Robert Peel’s ideal
of the police as the public and the public as the
police seems at best a vain hope to communi-
ties of visible and ethnic minorities who have
little or no opportunity to see themselves

either physically or culturally represented on

the force.
On the one side are the police, proclaiming

their commitment to non-discriminatory,
humane law enforcement, contending that
their motives are often misconstrued and their
efforts unappreciated. Indeed, policing is a
difficult task and it should be noted that the
police have had their own sensibilities
assaulted, without justification, on numerous
OCcasions.

Yet, on the other hand are the racial and
cultural minority groups, consistently alleging
insensitive and even discriminatory treatment
by an overwhelming white-dominated police
force.

Where the truth lies in this argument is not
the primary question. Searching for docu-
mented facts in this potentially volatile rela-
tionship ignores both the reality and urgency
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of the situation. Perceptions of police racism,
harassment and insensitivity are fact to some,
and lies or exaggerations to others. What is
certain, is that perceptions and accusations of
discrimination crystallize into very real hatred
and bitterness which is a threat to good polic-
ing and public security.

One vivid illustration of the gulf of mis-
understanding between the police and the
many black communities lies in the diverse
reaction to the National Film Board production
titled ““Home Feeling’’. This movie, as you are
probably aware, claims to depict day-to-day
lite for West Indian residents of the Jane-Finch
corridor in Toronto. The content suggests that
the potential for racial violence in the area
could mirror that of Dade County, Florida, or
even Brixton and openly states that the police
are both a target and a cause for the tension.
Some residents of Jane-Finch have applauded
the film as "“the truth, where the voices of the
people are heard”” while the police claim that
the film fails to show “any of the positive
things going on’’. This stark contrast in
perceptions of the problem only serves to
demonstrate the polarization of visible and
ethnic communities from the police.

It is imperative to remember that prejudice
can operate in a variety of subtle and even in-
advertent forms which are keenly felt by
minorities. The police are in a unique position
to gauge the mood of the community. They
must take the lead in recognizing the disparate

perceptions of discrimination that exist.
In the early Spring of 1983, for example, a

senior police officer, speaking at a Canadian
Human Rights Conference, responded to
complaints that visible minorities were
seriously under-represented on the force. He
argued that a substantial proportion of park-
ing control officers, the so-called Green
Hornets, were non-whites. To him, that fact
demonstrated that the police force was racial-
ly representative of the community and
minority group complaints were unjustifiable
carping. Yet to minority representatives, the
police official’s response was proof that non-
whites faced racial obstacles if they aspired to
employment in the police force proper.

Eftective solutions to the problem will only
arise from concerted efforts to attack pre-
judice in its institutional origins.
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Canadian Racism

Historically, Canadians have suffered
from a brand of discrimination which is in-
stitutionalized rather than overt. A biased
and selective reading of our history has
allowed a kind of ““polite”’ racism to flourish.
The dominant elements of Canadian society
have persistently played down the scope of
the problem by viewing acts of racism as
single, isolated occurrences - collectively
refusing to acknowledge and correct the per-
vasive nature of discriminatory behaviour.
The notion that the average Canadian is free
from prejudice has been systematically
fostered by many of our public and private
institutions, while the grim reality of history
would suggest otherwise.

Although slavery was abolished through-
out the British Empire in 1833, legally sanc-
tioned segregation in the Canadian school
system persisted until 1965, when its last
remnants were finally abolished in Ontario.
Equality was illusory for members of visible
minority communities, although the myth of
freedom for all was effectively embedded in
the Canadian consciousness.

In the chronicles of each community,
racism is a recurrent theme. As our history
has shown, the majority society in Canada
has been known to enslave, oppress, exploit
and exterminate racial minorities. For exam-
ple, they enslaved Blacks and Indians in
Lower and Upper Canada. They oppressed
and exploited the Chinese railroad workers,
they interned for no valid reason Canadian
Japanese during World War II; and White set-
tlers exterminated the Beothuk Indians in
Newfoundland. Almost always, there was a
police presence, whether in red tunic, blue
coat or military gear.

Clearly, much of the hostility that police

now encounter in their dealings with minor-
ity communities flows from grievances in the
creation of which police had little or no part.
The police, like the public at large, have in-
herited a tradition of discriminatory behav-
iour that is far from admirable.

The hostility tlows, initially, from the
failure of other institutions - governmental,
religious, education, business, labour, the
family - to function as they should. We can-
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not blame the police for all this!

Indeed, the conflicts and criminality that
police encounter are in large part symptoms
of broader problems such as poverty, chronic
unemployment, educational frustrations or

racism. As the Chairman of the Merseyside

Police Committee described it in 1981 after
racial conflict in Liverpool, England: “’For too
long, instead of action on our part...we have

relied on police to ‘keep the lid on the
dustbin’.”’

Police - Minority Relations

There is no denying that here in Canada,
too, police are called upon to ‘keep the lid
on’. However, police are not by any means
free of responsibility for the tensions that
exist between them and minority communi-
ties. And even though it may be acknow-
ledged that a broad coalition will have to
come together to resolve serious community
problems of racism, police themselves should
not, in the meantime, simply accept their
sometimes tense relationship with these com-
munities as an unchangeable status quo.
Police can minimize tensions by evolving an
operational understanding of their origins
and of strategies currently available for cop-
ing with them.

While we cannot deny that police officers
are a product of their society like anyone else,
their privileges must inevitably set them
apart. Lord Scarman in his report on the Brix-
ton disorders has summarized this attitude:

The police cannot rest on the argument
that since they are a cross-section of
society some officers are bound to be
racially prejudiced. . .

They recognize that in this respect, as in
others, the standards we apply to the
police must be higher than the norms of
behaviour prevalent in society as a
whole.

The daily irritant and gripe about police is
sometimes just as important, in the long run,
as a major happening such as a shooting. The
common sources of minority community en-
mity toward police consist of a broad range of
usually unpublicized encounters between
minority community members and police of-
ficers. In minority communities these com-
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paratively minor conflicts often are seen as
parts of a pattern of racially biased police
treatment. They become woven into the
fabric of communal grievance, each incident
serving to reinforce mistrust of the police.

In addition, officers sometimes misinter-

pret a minority group member’s non-verbal
responses to their inquiries. For example,
some Asians and West Indians do not look
authority figures in the eye during question-
ing. An officer may read that as a sign of
rudeness or even guilt and react accordingly,
but it more likely is a sign of deference.
Similarly, the shaking of the head, the click-
ing of the tongue or other such responses
may imply disagreement in the eyes of an of-
ficer familiar only with North American
culture. However, in many societies these
behaviour patterns signify quite the contrary.

Clearly, police officers cannot be expected
to have a refined understanding of all cultural
traditions. But they are expected at least to be
sensitive to such factors. Minority persons
usually do not know or appreciate that an af-
front they have experienced was unintended.
They are left with a sense of grievance that is
aggravated by the belief that White people
would not suffer similar indignities in similar
circumstances.

Some police have been sensitive to these
charges and have responded by becoming
willing and active participants in numerous
co-operative ventures with the community.
Probably the most visible of these initiatives
is the establishment of police-community
relations committees.

These committees have taught us some
valuable lessons. They have highlighted the
diverse perceptions of each side and at-
tempted to develop some constructive solu-
tions to the problem. Through programs of
public education, the committees have tried
to inform the public about the law and the
role of the police in its enforcement. In addi-
tion, the community has often had the oppor-
tunity to become actively involved in police
work by accompanying officers in street
patrols and advising on policing strategy.
Orientation sessions with officers at various
levels of the police department have been
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held to educate them about the role and func-
tion of the committee and race relations
1ssues.

While these attempts are admittedly in
their infancy, they have laid the groundwork
for open, honest dialogue and the joint
resolution of conflicts.

In recent years there has been a growing
public demand for some kind of independent
review of police activities. The public at large
and especially our racial and cultural minori-
ties have called for greater civilian involve-
ment in resolving complaints against police
officers. Inevitably there will be complaints
from citizens about police actions or treat-
ment. | would venture to say that, even with
a perfectly balanced racial and ethnic force,
complaints will arise. Obviously some com:-
plaints will be justified and others will not.
But what would be most beneficial is an im-
partial and fair complaint procedure where
citizens will feel free to voice their grievances.

The experience of Sidney Linden, the
Public Complaints Commissioner in Metro-
politan Toronto suggests that a complaints
mechanism which involves and utilizes the
police in the investigatory procedure is one
option. The purpose of this pilot project
which has recently been made permanent
was to include “‘civilian oversight and
monitoring in every stage of the complain:
resolution process, culminating in public
hearings before civilian panels empowered tc
discipline officers’”’.

At the end of the three-year trial period,
Mr. Linden explained that he felt the Com:-
mission had had two beneficial effects: *‘It
prevented problems by making police more
caretul in their actions and people were more
willing to come forward with their com:-
plaints to another citizen.”’

Internationally, in countries such as
Australia and Finland, the Ombudsman has
jurisdiction to investigate complaints against
the Police. All of these systems depend on ex-
tended police involvement and co-operation.

=a

Minority Representation

Let us now turn to the inevitable questior
— why have police forces had so few mem-
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bers of visible minorities in their ranks? And
what can be done to redress these imbal-
ances? Historically, of course, visible minor-
ity population in Canada were small and had
even smaller pools of suitable adults from
which police could recruit. More recently, as
police-community relations became more
tense, members of visible minorities were
discouraged from seeking to become police
otficers for fear of being labelled turncoats by
their peers.

Meanwhile, those who did try to compete
for positions as police officers found
themselves facing tests and criteria that
heavily favoured white, middle-class,
Canadian-born and educated applicants.
Outdated and unnecessary height and
weight requirements, for example, militated
against Asians who generally were slighter
and shorter than other groups. I am pleased
to add that a number of police forces have
discontinued height and weight require-
ments. Psychological tests were culturally
skewed against immigrants as well as many
Native persons and Canadian-born Blacks.
Even the advertising of careers in police work
was carried in media that did not reach large
segments of the visible minority audience.

By the late 1970’s, police officials had come
to recognize that many of their recruitment
criteria and practices were inherently
discriminatory, though sometimes uninten-
tionally so. Accordingly, some forces under-
took special efforts to attract visible
minorities to police work. Career oppor-
tunities, for example, were advertised in the
ethnic media. Many aspects of assessment
tests and criteria for acceptance were ad-
justed. Non-white police officers were given
a higher public profile.

But despite all these efforts, minority
group representation is still disproportionate-
ly low, especially in the upper ranks. In order
to make police torces more visibly reflect the
society they serve, non-white recruitment ef-
forts must be stepped up and made more
penetrating. Recruitment drives should in-
volve a broad representation of community
leaders through whose good offices the
message can penetrate more deeply into all
manner of community organizations. The
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message should consistently be carried in the
community’s own media; not just its news-
papers or broadcasts, but in church bulletins,
organizational newsletters, handbills,
posters. |

Recruitment and applicant-processing cen-
tres should be set up within the community
itselt. Officers patrolling neighbourhoods,
particularly minority group officers, should
make it a topic of conversation in barber-
shops, corner stores and anywhere else peo-
ple gather to chat or gossip. And the pro-
motion of police work as a career should be
carried on continuously in minority commun-
1ties.

Furthermore, top police officials should
vigorously stamp out racial heckling and
harassment within their police force. Recruits
should also feel confident that promotion up
through the ranks is a genuine possibility.

Finally, there is a critical need for more
and better race relations training of police.
Police colleges should incorporate intensive
race relations training programs in their cur-
ricula and in their staff development pro-
grams - one lecture or one seminar is simply
not enough.

The great barriers of misunderstanding
which have developed over the centuries will
not fall easily. It will take a terrific effort of
will on the part of our legislators, police and
community members. But today I sense a
new spirit of hope and concern in Canada.
For the first time, the police and racial and
cultural minorities are partners in the fight
against bigotry and prejudice. Our concerted
and determined efforts will surely yield
results. Let us now roll up our sleeves and
get to work.

Dr. Daniel G. Hill is Ombudsman for the Province of Ontario.

This article is drawn from the opening address given to the
National Symposium on Policing in Multiracial Urban Com-
mittees, Vancouver, October 15, 1984.
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In addressing police-minority relations,
we usually begin by providing an opportun-
ity for the venting of frustrations and
grievances. From there we proceed to define
problems and lastly to work out the outlines
of a problem-solving strategy.

Problems in human relations are based
upon misunderstandings, misperceptions,
lack of adequate communication and the
whole gamut of human deficiencies including
downright contrary attitudes. Real problem-
solving may well result from this kind of ef-
fort, but they often leave me with the feeling
that we are correcting symptoms; that we are
always dealing with downstream issues. This
1s somewhat akin to dealing with pollution in
a river with the installation of a water treat-
ment plant, when the better solution may be
to seek out the causes of the problem up-
stream, and eradicate its source.

When it comes to long-term results in
building a better society, the real hope lies in
concentrating a good portion of our efforts in
upstream solutions - treating the causes of
the problem and creating conditions which
are largely problem-free.

Wellness

In the context of multicultural and
multiracial issues in our society, we may well
be able to find solutions in the concept of
wellness. In terms of medical health, wellness
is ‘a defect-free state established through
identification and promotion of those things
which promote and maintain a state of well-
being. Good nutrition, exercise, abstinence
from debilitating habits are factors con-
tributing to a state of individual wellness. Why
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should it not be possible to create simila:
positive conditions for a community of pec:
ple as applied to their quality of life? If ou
objective is to obtain multicultural anc
multiracial harmony, let us concentrate the-
on inducing a state of confidence, mutue
respect, understanding and empathy - th:
elements ot societal wellness.

Newly arrived immigrant groups unde:
standably lack confidence and this deficier:
cy, if not redressed, results in frustratior
Frustration due to an inability to experience :
sense of belonging, personal worth or sel:
confidence can be the underlying cause ¢
personal and family problems, neighbou:-
hood friction and if collectively experiencec
disturbances or other acts against the large
communtity.

Nurturing

The wellness concept guides us to emph:
size the positive and to build on strengtt
The beginning of a community wellness prc
gram has its roots in a key activity which tt-
police are ideally placed to carry out - tk-
process of nurturing. Nurturing is the act ¢
bringing up, fostering, providing nourist
ment. In a community determined to estat
lish the wellness concept, the police serve &
one of the key agents of orientation t
welcome the newcomer, to educate in adag
ting to new customs and laws and to promot:
those confidence-building experiences s
necessary for the emergence of a healthy cor
fident community.

Why do the police possess this pivot:
role? It is because, as we have learned, a goc
number of the more recent arrivals to Canac
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come from countries where the police are the
most prominent arm of the authoritative
government. Many come to Canada harbor-
ing a deep fear of the police. Their early ex-
perience with Canadian police disperses this
fear to an extent, but they still regard the
police as an institution having more authority
and influence than is perceived by the
established Canadian. The police officer is
heeded and his advice is likely to be taken
very sericusiy. This is an influence which can
De used in the cause of good, to promote and
sustain a2 positive direction consistent with
the mainstream of Canadian social aspira-
tions.

The process of nuriuring the emerging
community is accomplished on two levels
- -one, a personal and the other a collective
basis. On a personal level, the police chief,
senior officer, ranking police officer or police
agent can contribute by offering a spirit of
brotherhood; shared experience; and the
simple bond of understanding and respectful
reception; a proper hearing of their problem
and evidence of some reasonable action. A
successful contact with a police officer con-
taining these elements, even if it involves
some enforcement action, can be a nurturing
experience for a newcomer. Still better are
the contacts with police officers at social occa-
sions, community conferences and inter-
cultural events. The simple act of offering
recognition familiarity and friendship is a
nurturing process.

Eamonion

OUn a community basis, let me give you an
example of a nurturing experience in my own
city. In 1983, the City of Edmonton staged the
World University Games. Prince Charles and
Princess Diana were coming as guests., The
Republic of Vietnam was sending a team of
athletes and weeks before the event the
Police Department learned of the plans of
some of our resident Vietnamese to stage a
demonstration on the opening day, coinci-
dental with the Royal Visit. The stage was set
for a confrontation between the anti-
communist community and the security
forces devoted to crowd management and
security of the Royal Party. Adverse feelings
in the local community towards the govern-
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ment of Vietnam were known to be very
strong since our community consisted almost
entirely of refugees who had suffered
grieviously at the hands of this government.
The possibility of viclence was raised by
more radical elements. At this point the
Police Department approached the emerging
leadership of the Vietnamese community
with an offer of assistance. We offered advice
onn the conduct of a peaceful parade and
demonstration, an escort for traffic safety and
a reserved location for the demonstration.
The leadership accepted and plans were laid
with the community working directly with
the police commander assigned to them. On
opening day, some 2,500 persons paraded
annd held their demonstation ocutside the
stadium in view of passing spectators and the
media. It was peaceful in all respects and
satistied the needs of the Vietnamese com-
munity for recognition of their protest. The
community enjoyed a sense of achievement
and the leadership had gained status and
recognition, both within their own group and
in the larger community. It was a confidence
building experience and since it was the first
public step of the new community, a remark-
able achievement. The prospects for people
of Vietnamese origin in Edmonton were
significantly advanced.

In Edmonton, we employ community ser-
vice officers as outreach agents to the
multicultural and multiracial groups. They
are a part of our nurturing effort. As one ex-
ample of their activities, we learned from
street experience that many new immigrants
were ill-informed of their responsibilities as
vehicle operators to produce documentation
(driver’s licence, registration, proof of in-
surance) to a police officer at the scene of a
collision. Our community service officer
determined there was a deficiency in the cur-
riculum of the driving schools catering to the
immigrant group. When this was brought to
their attention the error was corrected,
eliminating a point of friction between the
police, the larger community and the new-
comers. I would classify this as a nurfuring ac-
tivity.

These are only two examples but they il-
iustrate the value of a nurturing attitude
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towards obtaining a state of community well-
ness. No doubt many other police depart-
ments are promoting similar activities and
the leadership of multicultural groups might
agree regarding the desirability of working
out positive strategies at a very basic level.
In order for police to foster these proactive
and preventive activities they must first have
the confidence and support of their police
commissions and funding bodies. What we
are talking about is a full service style of polic-
ing as an expansion of the traditional, basic
law enforcement oriented organization.
There must be a mind set modification and a
commitment by the community to invest in
the preventive peace-keeping capacity of
their police. On the part of police, there must
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be a philosophic recognition of the desirabil-
ity of shifting attention and resources to
upstream solutions.

I do admit that despite our best intentions
there may still be breakdowns in communica-
tion and the intrusion of human frailties.
Determination upon a wellness philosophy
does not eliminate entirely the occasional
need for band-aids and medication. But the
wellness-bound community will develop that
positive mind set that defeats malignant
social ills and keeps us firmly on the path of ¢
healthy society.

Robert F. Lunney is Chief, Edmonton Police

Department and President, Canadian Associatior
of Chiefs of Police.

Mark Wainberg

Bill 68, the Metropolitan Police Force Com-
plaints Project Act, 1981, was introduced by
the Ontario government in May 1981. With
one minor exception, it was identical to earlier
legislation (Bill 47) which had been defeated
by the opposition parties in June, 1980. Bill 47
was considered to be so flawed that it was not
worthy to be referred to a committee of the
legislature for further study. The most serious

flaws were that the police would still be ir
vestigating themselves, and that they coul
prevent any meaningful independent invest.
gation until 30 days after the complaint we
made.

After the March, 1981 election, the ne:
Conservative majority government was final!
In a position to push its police complaints bi
throught the legislature. Representatives «
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over 40 community and ethnic groups and in-
dividuals formed the Coalition Against Bill 68
to lobby for much stronger legislation. Roy
McMurtry, who as Attorney-General and
Solicitor-General of Ontario was responsible
for Bill 68, was unable to name any minority
group that supported the legislation. How-
ever, despite its lack of popular support, Bill
68 received third reading on November 17,

1981 and came into force on December 21,
1981.

The First Three Years

The author of Bill 68, Sidney Linden, was
appointed as the first Public Complaints Com-
missioner for Ontario. After operating in-
formally without legisiative authority from
July 23 to December 20, 1981, the Office of the
Public Complaints Commissioner formally
opened for business on December 21, 1981.

The first three Annual Reports of the Office
of the Public Complaints Commissioner and
the Police Complaints Board, covering the
period from December 21, 1981 to December
20, 1984, contained a large array of statistical
charts, but very little meaningfuly analysis of
the statistics. Not a negative word would be
found about the effectiveness or the new
police complaints system: from the com-
plainants” perspective. Great emphasis was
placed upon the procedural improvements in
the new system (e.g. monthly reporting to the
complainant), but certain disturbing trends
were ignored and some potentially embarrass-
ing statistics were omitted. For example:

1.No explanation was given for the extraor-
dinarily low success rate of complaints. In
the three-year period under review, a total
of 2,009 complaints were made and re-
solved. Only 76 (3.8%) ot these complaints
resulted in police officers being disciplined.
72 ot these 76 disciplinary actions were
either “‘counsels’”” or “cautions’”’. (A
“counsel”’ is used where the actions of the
officer involve relatively minor infractions
committed unintentionally or through inex-
perience. A ““caution’’ is a warning that fur-
ther misconduct may result in a Police Act
charge. It is questionable whether either a
counsel or a caution is an effective form of
discipline.) In addition, 16 complaints
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(0.8%) resulted in Police Act charges
against officers, and a mere 3 complaints

(0.15%) resulted in criminal charges against
police officers.

It is useful to compare these statistics with
the findings of Arthur Maloney, who was
appointed by the Metropolitan Toronto
Board of Commissioners of Police in May,
1974 to review the function and organiza-
tion of the old Complaint Bureau of the
Metropolitan Toronto Police and its ability
to adequately respond to and resolve com-
plaints from the public regarding the con-
duct of police officers. Maloney presented
his report in May, 1975. Maloney was
struck by the relative infrequency of mean-
ingful disciplinary action against police of-
ficers in Metropolitan Toronto in the early
1970’s. Between 1969 and 1973, disciplinary
action was taken in 20% of complaints. In
1973, 755 complaints were resolved by the
police; 69 (10.5%) of these resulted in of-
ficers being counselled, one officer (0.1%)
resigned and 7 (0.9%) were charged under
the Police Act. Under the new system, the
percentage of complaints resulting in
disciplinary action is less than 50% of the
levels found unsatisfactory by Maloney,
and more than 90% of disciplinary actions
are merely “‘counsels’’ or “’cautions’’.

It is also useful to compare the new Toronto
system to the old discredited internal police
complaints systems still in effect elsewhere
in Ontario. In 1983, the last year for which
figures are available, there were 1,521 com-
plaints outside Metropolitan Toronto,
which resulted in disciplinary actions
against officers in 145 cases (9.5%), Police
Act charges in 16 cases (1.05%), and crimi-
nal charges in 15 cases (0.99%). These levels
are substantially higher than the corres-
ponding figures for Metropolitan Toronto

during the three year period under review
(3.8%, 0.8% and 0.15% respectively).

2. There does not appear to be any concern
about the extraordinarily small number of
hearings before the Police Complaints
Board. No hearings were held in 1982 (part-
ly because of the inherent delays in the
system), six in 1983, eight in 1984 and six
were pending at the end of the 1984 year.
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Twenty hearings out of 2,009 complaints
means that a complainant has just about a
1% chance of obtaining a hearing before the
Police Complaints Board. Only four of the
complainants who had hearings were suc-
cessful in proving misconduct against the
officers concerned. It would not be unfair to
describe this record as pathetic.

The reasons for the inordinately low
number of hearings are complex; a com-
bination of inadequate legislation, super-
ficial police investigations, biased Deputy
Chief decisions, and excessive timidity on
the part of the Public Complaints Commis-
sioner. The following are some relevant
statistics:

(@) of 2,009 complaints in the three-year
period under review, disciplinary action by
the Chief or Deputy Chief was taken in
only 72 cases (3.6%). In addition, 16 com-
plaints (0,8%) resulted in Police Act
charges, 3 complaints (0.15%) resulted in
criminal charges and 2 complaints (0.1%)
were referred by the Deputy Chietf to the
Police Complaints Board for hearing. (In
1984, 2 additional complaints were referred
by the Deputy Chief to the Police Com-
plaints Board, but these hearings were still
pending at the end of the 1984 year end.)

(b) the Public Complaints Commissioner
completed 166 reviews of 1,197 Deputy
Chief decisions. 92.9% of those decisions
recommended that no action be taken
against the police officers involved. More
than 86% of the complainants whose cases
were decided by the Deputy Chief, decided
not to pursue their cases to the Public Com-
plaints Commissioner level. It is reasonable
to assume that the huge number of unsuc-
cesstul complainants who did not request a
review by the Public Complaints Commis-
sioner felt that such a review would be a
waste of time, or that the deck was stacked
against them, or both. Of the 166 reviews,
approximately 16 hearings were ordered.
Fewer than 1 in 10 complainants who re-
quested reviews were granted a hearing. In
12 cases, the Public Complaints Commis-
sioner substantially agreed with the com-
plainant but decided that it was not in the
public interest to order a hearing before the
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Police Complaints Board. (No reason fc:
these 12 unusual decisions was provided i
the Annual Reports except for one or tw:
isolated cases.)

. The 'inordi:nately light penalties bein:

handed out by the Police Complaints Boar:
were not commented upon by the Publi:
Complaints Commissioner in his Annue
Reports. In the three year period unde:
review, only four complaints resulted i
findings of misconduct against police o
ficers after Police Complaints Board hea:-
ings, and in one other case, the Police Corr
plaints Board upheld a conviction under th-
Police Act which originated from a pub!:.
complaint. All four successful complain::
involved serious assaults against unarme:
and defenceless civilians. The penalties irr-
posed in respect of these four successf.
complaints (involving five officers) were z.
follows: two weeks’ suspension withou
pay (with a recommendation that it shou.:
not interfere with the officer’s future ac
vancement in the force), five days’ fo:
feiture of pay, 12 days’ forteiture of pay, :-
days’ suspension without pay, and fc-
feiture of three days off. In the one case i~
volving a Police Act appeal, an officer w::
found to have wilfully or negligently mac-
false, misleading or inaccurate statemen::
in court, although the findings of the tri:
judge in the Provincial Court proceeding.
were consistent only with deliberate pe:.
jury on the part of the police officer. Tt
particular officer was demoted from polic:
constable second class to police constak.-
third class, with a strong recommendatic-
that he be reviewed for promotion in acco:
dance with the Department’s policies, pra:
tices and principles after a period of thre:
months. This sentence was upheld by tr-
Police Complaints Board.

In the four successful assault cases, the o:
ficers’ testimony was not believed, and tr-
officers involved could have been foun:
guilty of perjury as well as assault. If assaw
causing bodily harm, compounded by pe:
jury, is no sufficient ground for a dismiss:
of a police officer, one has to wonder wh:
would be sufficient ground. The Polic-
Complaints Board has been exceeding!
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tolerant of serious criminal behaviour by
police officers.

4. The Public Complaints Commissioner has
deliberately failed to account for the
“disappearance’” of the vast majority of
assault complaints entering the police com-
plaints system. The Citizens Independent
Review of Police Activities (C.1.R.P.A.), has
repeatedly requested that the Public Com-
plaints Commissioner provide statistics in-
dicating how assault complaints are being
disposed of. (The Annual Reports show
only the total number of complaints resolv-
ed in various ways, without indicating
which types of allegations (assault, harass-
ment, incivility, etc.) resulted in which
types of resolutions (no action warranted,
withdrawal, counsel/caution, etc.). In the
three year period under review, 977 com-
plaints of assault were made, including 161
complaints of assault causing bodily harm.
All we know for sure from reading the
three Annual Reports is that five officers
were disciplined by the Police Complaints
Board for having committed assaults. What
happened to the other 972 assault com-
plaints? One can only conclude that these
particular statistics are being withheld
because they would tend to show how par-
ticularly ineffective the new police com-
plaints system has been in dealing with
serious complaints.

Summary

The formal title of Bill 68 was ‘“An Act for
the Establishment and Conduct of a Project in
The Municipality of Metropolitan Toronto to
Improve Methods of Processing Complaints
by Members of the Public against Police Of-
ficers on The Metropolitan Police Force’”.
Although the complaints process has been im-
proved in form, there has been little improve-
ment 1n substance. In more than 85% of com-
plaints there is no meaningful involvement
(investigation or decision-making) by the
Public Complaints Commissioner. While the
complainant is kept informed of the progress
of the complaint, the public is not permitted to
become aware of the complaint until a hearing
1s ordered before the Police Complaints Board,
which occurs in only one out of 100 cases. The
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system is still very much a closed system.

The first Public Complaints Commissioner,
oidney Linden, has designed and imple-
mented a system which is unduly lenient
towards the police. Mr. Linden and his staff
have repeatedly said that a system which is
not accepted by the police will not work.
Despite occasional rumblings by the Police
Association, the police have accepted and
even welcomed the new system. Only one
police officer in the first three years appealed
any decision of the Police Complaints Board,
and nothing done by the Public Complaints
Commissioner has been challenged in the
courts by the police.

However, the police have only gone
through the motions of co-operating with the
Public Complaints Commissioner. One need
only recall the Morrish Road (Scarborough
party) inquiry, in which approximately 40
police officers, under oath, denied any in-
volvement in or knowledge of a systematic
beating of partygoers by several police of-
ficers (caught on film by a CITY-TV camera-
man), even though these 40 officers were the
only ones at the scene. Police investigations of
complaints, almost non-existent under the old
system, are still no better than superficial. If
police investigators were as passive and inef-
fectual in criminal investigations as they are in
police complaint investigations, the gap bet-
ween successful criminal prosecutions (over
%) and successful complaints against police
officers (fewer than 6%) would narrow con-
siderably.

The Public Complaints Commissioner has
paid too high a price to gain the acceptance of
the police for his new police complaints
system. The new system does not protect the
public from police misconduct; it protects the
police from the consequences of police mis-
conduct and helps to perpetuate it.

Mark Wainberg is President of the Citizens In-
dependent Review of Police Activities.
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rationale for outside intervention

]ohn W. Shaw

"“An officer is taking part in a routine search of
cells. One of these 1s occupied by a normally quiet
Muslim prisoner. During the search whilst ex-
amining articles, the officer moves the Koran of the
prisoner. He is immediately attacked by the inmate
who is restrained by the officer’s colleagues. For-
tunately no injury is sustained. The prisoner is
charged and at the hearing apologises for his
behaviour but claims that the holy book should not
be defiled by a non-believer.””

This was one of the race relations incidents
supplied by a Prison Governor prior to his at-
tending a residential training seminar at
Manchester University, England. Such ma-
terial, which in most cases is more exten-
sive than this, serves two important training
functions. First, it enables the facilitators to
engage the minds of Governors, in the train-
ing situation, with real problems, rather than
approaching the emotional subject of race
relations from a theoretical point of view. In-
stead of trying to convince a resistant prison
Governor that sensitivity towards minority
cultures ought to be more widespread among
staff, this incident shows how avoidable ag-
gravation to the officer occurred, owing to his
ignorance of minority beliefs. Second, this
material shows us, as planners of seminars,
the kind of real-life situation which the ser-
vice in general, and our seminars in par-
ticular, must address in race relations train-
ing if it is to be perceived as relevant.

However, as one authority says, ““There is
a real need, at the level of the organisational
system, to recognise that training is not a
panacea.”’ (Hinrichs, 1976, p. 847). Recruit-
ment and promotion from the ethnic minori-

ties, identification and elimination of ins:-
tional discrimination, improvement of -
‘culture’ of the service by the example se: :
middle and senior management as well as
their willingness to act against racist reme:

and behaviour of staff, are all essential. T-
having been said, a crucial role for trair -
still remains. This article sets out the auth:

views on how that training can be done i -
most effective way in the Prison Service :°

why there is a role for an outside body li- -
University.

A Philosophy for In-Service Race
Relations Training

The Government policy statement on ra.
relations in the prison service in the U.l
takes a fundamentally instrumental line c-
race relations in the service. It says, (in pazr:
2), ““The challenge we face is not that we lac
sufficient goodwill but whether we have ti-
necessary skills, resources and information :
bring a proper professionalism to our wor,
with ethnic minority inmates.”” This is an ag
proach on which successtul in-service trair
ing can be built if the consumers of that trair
ing are, or can be, convinced that they &
deficient, in some way or other, in the
knowledge or skills in the area of ethr
minority relations. I will grant that all, ¢
most, members of society who are imbue
with the idea of professionalism (and that i-
cludes most members of the prison servic:
want to continually improve their profe:
sional knowledge or abilities. Most successt-
in-service training is based on this assum:
tion. However, it is also part of the trainir
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function to create awareness of need where it
does not exist; only then will the motivation
to improve performance come into play as an
operative factor. Experience teaches that
white members of our predominantly white
institutions are not usually self-critical in this
area of their professional life. Thus, the foun-
dation of a successful training intervention is
the realisation by those being trained that the
institution is failing to cope adequately with a
multi-racial population, either because its
procedures are discriminatory or insensitive
or because a significant proportion of staff
lack the knowledge or skills to deal satisfac-
torily with inmates who come from a dif-
ferent cultural background than their own.

Since training is carried out on a group
basis, it can be stated as an axiom that where
a majority of any particular training group are
unconvinced of the existence of any personal
protessional deficiencies, then the training in
question will succeed in adding neither to
their professional knowledge nor to their
skills. Where the race relations training com-
ponent is abbreviated, say, half a day on a
five-year development course, then that half-
day should, in the main, be used to create
awareness of the extent of institutional,
cultural and personal racism in the service.

To talk of solutions before problems have
been identifiea is clearly pointless. Where
training 1s of a longer duration, then both
problems and solutions can be tackled, pro-
vided this is done in the right order. Some
trainers, totally convinced in their own mind
of the extent of racism in the service, begin
there, without checking that their audience
shares their assumptions. Most unproduc-
tive, or even counterproductive, training ses-
stons come about in this way.

Outside Intervention

Training interventions carried out by out-
siders partake of both advantages and disad-
vantages. On the plus side, a certain degree
of detachment from internal pressures
should make more likely the optimal training
solution. On the minus side, the outsider
may be seen as the occupant of an ‘ivory
tower’, naive about the ‘real world’ as it ex-
ists within the organisation. To avoid these
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pittalls, the outsider’s intervention should be
based either on a ‘training needs assessment’
of the organisation or in close collaboration
with internal staff in planning the training or
both. The examination of critical incidents,
provided by management, is crucial.
Moreover, the external training providers
should act more as directors of the produc-
tion than as a cast. Key internal members,
with credibility among their peers, as well as
a track record in dealing effectively with race
relations issues, should be the main per-
formers in the training production. The other
key roles are those played by ethnic minority
persons, either from within or outside of the
service.

A pool of minority people is needed who
have the dual qualification of knowing what
it feels like to be black or brown in a largely
white society and possessing an understan-
ding of the role, function and procedures of
the Prison Service. Any successful training
programme in race relations in the service
depends upon finding enough members of
this pool who are willing and able to be in-
volved and can be sufficiently well
recompensed for such involvement. No race
relations training of any substance or
significance can be carried out as a dialogue
between white trainers and a largely white
organisation. Training has to be a multi-racial
operation, a model in fact of what the service
as a whole should aspire to be.

Content of Race Relations Training

My philosophy of the direction for race
relations training includes the notion of
always seeking to move ahead on three levels
simultaneously. These are the personal level,
the working group level, and the level of the
total organisation. Institutional renewal
without corresponding changes at the in-
dividual level is not likely to be effective nor
vice versa. Similarly, changes at the level of
the working group can reinforce and ensure
individual and institutional changes. Not
often in training do we have the chance to in-
fluence actual working groups but the syn-
dicate group of peers, albeit brought together
for the purposes of a seminar only, can create
a context in which changes at all three levels
can be considered and expedited; new per-
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sonal norms for the service can be developed
and reinforced; individual attitudes can be
checked out in a safe but also challenging en-
vironment; and service policy can be examin-
ed and its implementation discussed with
colleagues.

Despite having emphasised three levels of
intervention, the individual member of the
service remains a key factor in its successful
adaptation to a multiracial society. Debate,
however, goes on about whether in training
we ought to concern ourselves primarily with
the professional behaviour of officers, gover-
nors and others or whether we ought to be
concerned with hearts and minds, as our
prime concern. In answering this, let us con-
sider the two phenomena of prejudice
(negative attitudes towards minorities) and
discrimination (actual harmful, negative
behaviours directed towards them). While
prejudice is to be deplored, it is the overt
discriminatory practices themselves which
exert harmful effects on the targets of bigotry
and hatred. Moreover, as recent writers have
emphasised (Feagin and Feagin, 1978.)
discrimination may be, and often is, institu-
tional in origin and not the result of the pre-
judiced feelings of individual members of the
organisation. Granted, however, the dangers
of leaving prejudice untouched, this is not
necessarily harmful, since it is possible, as
has been proved, to prevent prejudice being
turned into overt behaviour by making the
cost of doing so too high in personal and pro-
fessional terms.

Having said all that, I believe that personal
attitudes must still be on the agenda and ef-
fective training should try to create the condi-
tions for personal change for those who can
be reached. The literature suggests that this
might be achieved in several different ways.
First, it the service insists on compliance with
a code of practice in relations with minorities,
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attitude changes in some instances tenc
follow changes in beliefs (Fishbein, 19¢"
Thus if through training we can change p-.
ple’s stereotypes of minorities, by teachi- .
personal contact through visits and by the -
tluence of significant colleagues .-
themselves question or reject such ster-
types, then once again attitude change :-
positive direction can be expected to foli-
any changes in attitudes through the proc:
known as identification (Shaw, 1977). ~
presence of such people in the training -
vironment is important since they act
catalysts in the development of others. Equ
ly, colleagues who resist the goals of ec-
opportunity policy may also gather s
porters during training sessions and I
back the process of attitude developr -
among their peers. One has seen b
positive and negative examples of the ic:
tification process during several years
work with the prison service.

This issue leads me to the final theore: =
consideration, namely, the crucial role of -
perienced group facilitators and the c:
scious use of the dynamics of small group:
a tool in the training process. When seve-
members of a small group, by means of -
process just described, deliberately resis:
obstruct the discussion and developmen:
relevant topics, then the leader’s awarer-
of process and his or her ability to mobi
whatever support may be in the grour
crucial to group performance. Equally, wh-
support in the group is strong, the skill of --
leader will determine whether this is usec -
maximum etfect so far as achieving the gc:
of the seminar are concerned.

The Role of the University

Manchester University has sought to ir
plement the above philosophy in our role as

training resource to the prison servic:
Although the service does the bulk of its ow:
training, we have had the opportunity
work with all levels of the service from ¢
ficers up to and including members of tt
senior management team at H.Q. in Londor
Resistance to training in race relations cant
found at all levels and so can enthusiasm ar.
commitment. What developments hav

and training reinforces it, then dissonance is
created within a prejudiced individual until
his attitudes come into line with his or her
new behaviour. The proviso here is that the
atoresaid compliance should be achieved as
far as possible by persuasion or other subtle
means. (Festinger and Carlsmith, 1959).

Second, yet other research suggests that
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taken place? What have we tried to achieve?
What successes, if any, have we had?

In February 1982, when the first Gover-
nors’ seminar was held, we already had fif-
teen years experience of running senior of-
ficers’ seminars on the same topic for the
police service. We had, therefore, a suc-
cessful model which could be modified to
meet the special needs of prison governors.
We set the following objectives: to acquaint
governors with Departmental Race Relations
Policy; to make them aware of historical
trends since the war regarding immigration
and settlement; to make them aware of the
nature and incidence of personal and institu-
tional discrimination in penal institutions; to
make them think practically about the im-
plementation of departmental policy; to give
them the opportunity to meet and com-
municate with ethnic minority members of
the general public.

Each seminar is evaluated and governor
attitudes are measured, using self-report
techniques. Those items on the programme
which involve the members actively such as
syndicate discussions, group projects, visits,
case study analyses tend to be evaluated as
more beneficial. Lectures get lower evalua-
tions. This confirms what we have found
with senior executives of other departments
over the years. On the attitude-scales, job-
related items (increased awareness of the im-
portance of race relations in prison work)
often show greater change than more general
items (e.g. accepting the nature of our multi-
racial society). Given the heavy job emphasis
of the seminar this is perhaps not unex-
pected.

The early seminars were largely composed
of the older colleagues, with long service
often going back to the Second World War,
including some with a colonial service
background. These participants often took a
cynical view of race relations, seeing it as the
latest fad in the department’s quirky history.
Initial resistance was often intense but their
fundamental good humour and good sense
usually asserted itself by the end of the week.
On the other hand, the latest in the training
series had younger and more junior par-
ticipants who were more willing to wrestle
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with the conceptual problems behind such
terms as prejudice, discrimination, and in-
direct institutional racism. Could this be a
form of intellectual avoidance behaviour? In
some cases, yes. Despite the higher voltage
in brain-power, we cannot claim that their
commitment to promoting racial harmony in
institutions is necessarily any stronger than
the best of the Governors we saw in the
earlier seminars.

They say there is no such thing as a free
lunch and there is certainly no such thing as
an ‘easy ride’ in prison department race rela-
tions seminars. By this I mean that lecturers,
directors and group facilitators always have
to strive hard to achieve seminar objectives.
However, the nearest we came to our dream
was during the so called Generic Seminar
which was run for the first time this year. The
concept we developed was for a seminar of
thirty-six participants, made up of
threesomes drawn from twelve institutions.
Each triad had to include a Governor grade, a
uniform grade and a specialist, such as
psychologist, chaplain or education officer.

Very little didactic teaching was done but
members were led through various exercises
and from mid-week the triads were working
largely autonomously; first in building up
their own team spirit and then in developing
a strategy for their own institution. The
before and after attitude measures were ex-
tremely positive, showing more than one
point increase (on a five-point scale) on ‘like-
ly initiatives after return’ and ‘feeling of
group cohesiveness’.

Another area of training has been involve-
ment in the Development courses for prison
officers, an essential part of the in-service
provision of the service. To establish a more
positive role for Race Relations on these
courses, 1t was decided that our first priority
with the trainees was to establish the fact that
there was a real need for a Race Relations
policy in the service by presenting and
discussing a wide range of incidents, which
had really occurred, in which the shortcom-
ings of the service had been revealed. The
reader should note that this awareness was
not to be obtained by teaching or telling but
by discussion of the case material or, in some
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instances, sumple vignettes, i.e. brief en-
counter of an inter-racial kind. Thus the
trainees were to be helped to make up their
own minds about the need for a policy.
Building on this foundation, we could then
go on to discuss policy changes in the service,
and the part played by personal knowledge,
or the lack of it, by attitudes and prejudices,
and, most important, their behaviour as pro-
fessional prison officers.

In fact, throughout these inputs their own
professionalism is stressed as an antidote to
inter-racial misunderstanding. The need for
professional expertise to handle any situation
effectively and fairly is emphasised through-
out. 5o far, no outbursts have prevented
these learning objectives from being achieved
In some measure, even though the going gets
tough at times. For we have to admit, as I
said earlier, that we are dealing with very
emotional issues and they can easily get out

of hand unless the trainer or tutor is on the
alert.

Conclusion

Our experience has convinced us that the
University can play a useful part in the Prison
Service’s development in order to cope with
the new challenges of our multi-racial soci-
ety. However, the task of training is of such
magnitude that the Service itself must con-
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tinue to play the major part. Nonetheless, as |
have tried to show, there is an argument i
favour of some outside intervention whic!
benefits from being conducted in the cloistere:
atmosphere of the university, with staff wh:
have no organisation axe to grind and wher:
the study of contentious issues may be carrie:
out in a more detached way by being in :
neutral environment.

John Shaw 1s Senior Staff Tutor in Psychology at the Univer:
ty of Manchester, England. He directs seminars in Race Re.
tions for the criminal justice service in the U. K. He is curren:
co-editing a book comparing the American and the British ¢
perience in race relations training.
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Overview

In keeping with its efforts to prom.
positive multicultural and multiracial contz.
among all Canadians, the Multiculturali:
Directorate of the Secretary of State func.
The Police Intercultural Education Pilot P
ject. The project was designed by a priv:
Vancouver firm, International Briefi:
Associates. The project’s aim was to prom:
positive intercultural contact betwe:
members of the Vancouver and Ottawa pot
departments and the members of the rac
and ethno/cultural groups in the two cities.
its proposal to the Directorate for the Police
tercultural Education Pilot Project, Inter:
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tional Briefing Associates listed four broad
goals. It sought to:

1. develop understanding of, and sensitivity
to, cultural diversity.

2. promote non-discrimination and equal

rights.

3. assist police personnel to work more effec-
tively in multi-cultural communities.

4. encourage interaction and understanding
between police personnel and members of
cultural minorities.

The proposers felt that the goals could be
accomplished by bringing members of the
Vancouver and the Ottawa Police Depart-
ments together with members of ethno-
cultural groups in their respective com-
munities. They designed and conducted six
three-day workshop sessions; three in Ottawa
and three in Vancouver. A variety of people
were 1n attendance during the workshops.
There were 150 police and community par-
ticipants as well as the workshop leaders and
various resource people.

A variety of processes were designed and
organized within the three-day workshop
setting, including lectures, role-playing,
small group and large group discussions. The
workshops were scheduled at intervals to
permit the leaders to improve upon the pilot
on the basis of their experience. The pro-
cesses were organized into modules which
focused on the study of community-based
cases, values, facts, interview/interaction and
response strategies.

General Observations

Independent of the detailed data collection
and analysis, the external evaluators made
five observations about the Police Inter-
cultural Education Pilot Project.

1. They estimated that approximately twelve
hundred to fifteen hundred people heard
about the workshop from the participants.

2. The very existence of the project conveyed
a clear message to the participants and
those who heard about the project. The
message was that the federal government,
municipalities and participating police
forces consider harmonicus multicultural/
multiracial relations to be very important.
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3. They observed consensus among the par-
ticipants regarding two outcomes of the
project. The participants valued the ac-
quisition of knowledge and information
about one another’s background and per-
spective. The participants also felt that
both the formal and informal social ex-
change was beneficial. An unanticipated
outcome was the positive value visible
minorities attributed to learning about and
interacting with one another.

4. The external evaluators believe that it is
more effective and less expensive to recruit
people to policing who possess attitudes
and personal traits which are consistent
with multi-cultural/multiracial policing
policy than it is to try to change people
after they have been employed as police
officers.

5. The external evaluators observed that
some of the reactions produced by the pro-
ject were attributable to the locations in
which the workshops took place. They
believed that whatever program is even-
tually developed should take into account
the socio-historical context in which the
program will be implemented.

Results of the Evaluation

Of the four broad goals of the project, the
workshops appear to have made steps to-
ward developing “‘understanding of, and
sensitivity to, cultural diversity’” and en-
couraging “‘interaction and understanding
between police personnel and members of
cultural minorities.”” In their spontaneous
remarks, both the police and community par-
ticipants reported about or revealed insights
about themselves and their relationship to
others which were sparked by the workshop.
The “"discovery”” that police and community
members are human beings who share simi-
lar goals and values is one example of such an
insight. The hesitancy in referring to mem-
bers of minority groups in derogatory ways is
another.

t 1s not clear whether the two remaining
goals were accomplished. To the extent that
the knowledge which the police acquired in
the workshop was job related, the program
will have assisted ““police personnel to work
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more effectively in muliti-cultural communi-
ties.”” It is doubtful that the workshops were
successful in promoting ““non-discrimination
and equal rights.”” For example, it is doubtful
that the participants could define the terms
stereotyping, prejudice, discrimination and
institutional racism as a consequence of the
workshop. Even if they were able to detine
the terms, it is doubtful that they would be
able to explain how the terms applied to
police work. According to the observers,
definitions of these terms were not made
very clear to the participants.

Attitude change did not occur as a conse-
quence of the Police Intercultural Education
Pilot Project. This conclusion is, of course,
limited by the choice of instruments and
methodology employed in this phase. It is
possible that other researchers using dit-
ferent techniques could arrive at a different
conclusion. This is unlikely for two reasons.
First, attitude formation is a complex affair.
The “‘power’’ of the workshop experience
was insufficient to counter the ““power’” of
the social forces which shape attitude
development. Secondly, several different
research techniques were employed in the
design of the evaluation and the data from
the other sources support the conclusion
regarding a lack of attitude change.

The self-concept data helped to put some
issues in perspective. Overall, the police in
Ottawa and Vancouver had positive self con-
cepts. These officers were no more aggressive
than the general population. Nevertheless, it
is clear that the police involved in this study
were much less open than the general
population to analyzing their own feelings
and behaviour or the feelings and behaviour
of others. If this finding is an accurate charac-
terization of police in general, it has implica-
tion for programs which seek to engender
reflectiveness about human relations.

The self-concept data has some potential
for use in recruitment of future police of-
ficers. The ease of administration of such a
scale suggests that it could easily be incor-
porated in procedures used to select can-
didates for police training. If senior police of-
ficials could agree on desirable traits for
future officers, then implementation of policy
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From mzr Zomm—ents Juring the inter-
views, i1 is =viZsnt tnat 2otn the police and
the communirs rzamiliranis began to learn
about a variet o cultural practlces beliets

and attitudes. There wzs some evidence from
the mterﬂeu dazz tnat. given the opportuni-
ty, the parsicipants would use the informa-
tion to promoie narmonious and productive
interaction witn otners. Because of the broad
range of material discussed and the dif-
ferences in how well the material was trans-
mitted and absorbed. it is not possible to
indicate preciselv wnat was and was not
learned. However, based upon the interview
material and the observer’s reports, the
material which was related directly to the
tasks of policing and living in culturally
diverse communities was most likely learned.
For example, the police expressed strong in-
terest in the material concerning the handling
of domestic disputes and interviewing Asian
and Native Indian people.

From the post-workshop questionnaires it
is clear that nearly all of the participants
agreed that the workshops have encouraged
interaction and understanding between the
police and members of visible minorities. A
consensus existed among the participants
regarding two broad goals of the experience:
(Dthey valued the acquisition of knowledge
and information about the other’s
background and perspective; and (2)they
found the social exchange beneficial, both the
informal interaction which took place and
that structured as part of the workshop ex-
perience.

The extent of consensus and the relative
degree of emphasis revealed by the data pro-
vide tangible evidence which would support
claims to workshop success. What we find
most persuasive is that these two global out-
comes are consistent and are independent of
particular methodological strategy. We
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believe the immediate post-workshop evalua-
tion results have relevance for subsequent
decisions regarding further deployment of

The external evaluators strongly recom-
mend:

this or a similar program.

Independent of the evaluation data, it is
clear that the existence of this project, the ex-
tent of the resources allocated to it and the
publicity it has received send a clear message
to both police and community participants
that improvement in the relations between
police and community members is con-
sidered important. The workshops cannot
help but be a sensitizing device to all parties
regardless of how they perceive them. In
other words, both the police and community
members are being told that p
about how they interact with one another.
Given the great number of people with
whom the police and community members
had contact, it is likely that this positive
message has been widely transmitted. Thus,
regardless of the specific impact of the
workshops on the participants, the very ex-
istence of the workshops may be worth the
time and expense devoted to them.

Recommendations

A large number of specific recommenda-
tions were made about the content and struc-
ture of the workshops, the recruitment and
selection of participants and workshop
leaders, and ways of conducting the
workshop sessions. It is not possible to in-
dicate all of the recommendations. The follow-

ing represents a summary of the recommen-

dations.

1. equal and voluntary participation of police
and community members who have been
well-informed about the nature, purposes
and structure of the workshops.

2. selection of workshop leaders whom the

police and community members consider
expert and trustworthy.

3. provision of as much direct and immediate

experience as can practically be provided,

including role playing and active modelling

of desired behaviour by the workshop
leaders.

4. presentation of practical information closely

connected to policing and community liv-
ing.

0. organization of instructional messages

which  maximize persuasiveness and
minimize counter-argument.

6. management of environmental and social

influences on learning which will help to

ensure friendly and productive workshop
Sess1ons.

Charles S. Ungerleider and Frank H. Echols are with the

Department of Social and Educational Studies, University of
British Columbig.
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s in Multicu Z tural,

Jean Boyd

As an account of the formation and development of
a police-community working group, this article
shows that such a process requires the support from
various key groups and that the process of dialogue
is one that requires continued effort and a sustained
commitment.

The purpose of the Working Group is to
develop detailed plans for specific actions by
police and community and to undertake to en-
courage police forces and community groups
to implement these plans in order to achieve
the stated goals, which are:

1. an increase in the number of visible minor-
ity officers in police forces;

2. the development, improvement and im-
plementation of appropriate cross-cultural
training programmes for officers;

3. identification of improvements that might
be made in existing citizen complaint pro-
cedures;

4. the improvement and co-ordination of
police/ community liaison activities.

Background

The Greater Toronto Regional Working
Group on Policing in Multicultural Multiracial
Urban Communities was formed in the con-
text of increased interest in co-operation be-
tween the police and the community in Can-
ada in the first half of this decade. The Special
Parliamentary Committee on the Participation
of Visible Minorities in Canadian Society, the
Abella Commission on Equality in Employ-
ment, and the consultations held by the
Multiculturalism Directorate with various in-
stitutions, including the police, are all impor-
tant landmarks in the background of this
working group.

In October 1984, a symposium was held on
Policing in Multicultural and Multiracial
Urban Communities co-sponsored by the

Canadian Association of Chiefs of Police anc
the Multiculturalism Directorate of the
Secretary of State. (See article by R. Scotti anc
E. Miller).

The symposium endorsed a proposal tC
convene regional consultations “‘to review |
priority issues, establish regional goals, ider:-
tify implementation strategies, and prepare =
position statement regarding...key areas’

And so, putting the idea 1:mmed1atelv in::
practice, on November 2, 1984, a letter wwas
sent by a local ad hoc Steering Commuttee <:
all those who had attended the Toron::
Regional Workshop in Vancouver. This ‘e**** |
outlined the membership, goals, methcz
and evaluation of the group and proposec 2= |
agenda for the first meeting which focusszz
specifically on recruitment of visible mincr= |
officers. This efficient speedy follow-up 0 17z |
Vancouver meeting seems to have been a xz-
factor in the establishment of the group.

On December 5, 1984, the first meeting .23
held in Toronto. Some twenty representa=z: |
from police, government and the commLu_,
attended. It transpired that many of these ¢
ple were previously acquainted and a::::j- |
formed the nucleus of a group commitiel
these goals.

The proposed agenda items ivere .-
cussed. Membership was limited to those =~
had attended the Vancouver symposizz -
their designates, with the addition of szv2::
invited members to fill gaps in represerzzz - |
It was agreed that only one designats O
attend and that the designate shoulc 2¢ =7 7~ §
erly briefed. Any additional members o7 == |
invited observers were to be approvex ":-j_.' 2
vote of the group. It was decided that rz::
people should be invited to address <~z ;: T
on specific topics. It was agreed a2t trztz
should be no sharing of informatior Zumsi22

I
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the group except through official channels and
that confidentiality and frankness were ex-
pected.

This first meeting is described in some
detail because it laid the groundwork for the
operation of the group. Key matters to discuss
in forming any work group appear to be:

1) an initial steering committee to call
meetings and set an agenda

2) a secretariat and means of support
3) membership (rules of)

1) goals

>) an agenda

6) transportation

7) venue

8) frequency of meetings

Later Formative Stage

By the time the group met on February 27,
1985, at the Peel Regional Police Headquarters
in Brampton, several of the matters raised in
the earlier meeting had been dealt with by the
Steering Committee. A proposal had been
drafted to the Ontario regional office of the
Secretary of State, and preliminary efforts had
been made to secure the services of an evalu-
ator and a facilitator, contingent on funding of
the proposal.

The agenda for the Peel meeting focussed
primarily on the presentation by represen-
tatives of various police forces of the data they
had collected on recruitment and selection in
response to a series of questions discussed at
the previous meeting. However, several
lengthy discussions were held prior to this on
matters which assumed some importance.
The first was the question of the body to
which the group felt it should report. Matters
of accountability and channels of communica-
tion were discussed at length, and the ulti-
mate conclusion was that this was an autono-
mous working group that would report its
recommendations and action plans to the
Canadian Association of Chiefs of Police and
the Minister of State for Multiculturalism.

Also discussed at length was the question
of alternate representatives and observers at
meetings. Members thought that it was im-
portant in this delicate task of dialogue to keep
as much consistency in attendance as possible.
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There was some restlessness at this stage
about how much effort had been spent dis-
cussing preliminaries while the essential task
of dealing with recruitment and selection had
not been achieved. This was a theme that was
to dog the proceedings in several later
meetings, when the process of dialogue and
the task at hand seemed to be in conflict. The
resolution of the problem is an essential one
for working groups such as this, and will be
discussed later in this article.

The end of this meeting in Peel essentially
ended the formative stages of the group, since
subsequent meetings had a recognizable struc-
ture and substance that was the result of the
first three months of work.

Recruitment and Selection of Visible
Minority Officers

At the Peel meeting, police representatives
from Halton, Peel, Metro Toronto and
Durham gave oral presentations of written
documents that had been compiled for the
group from their respective forces. Material on
York Regional Police Force was sent by mail.
They gave data answering questions on
amount of hiring, present strength of force,
present visible minority representation,
numbers of applications, criteria for selection,
the process of selection, interviewing and
testing of applicants, cross-cultural training of
recruitment officers, vacancy rates, patterns of
community growth, recruitment procedures,
advertising, dealing with internal incidents of
harrassment, and many others. (These data
are being systematically compared and ana-
lyzed at present). Group members asked
many questions about these presentations,
and the framework of further discussion for
this task was established.

At the following meeting on April 11th,
presentations were made by an invited
resource person, Sonja Greckol, an Equal Op-
portunity Researcher with the City of Toronto,
and by a member of the group, Paul Scott, an
employment equity consultant for Employ-
ment and Immigration Canada. In the presen-
tation by Sonja Greckol, emphasis was placed
on the importance of gathering data on the
representation of visible minority employees
throughout an organization and ways in
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which this could be done. Later these data
could be tied in with an assessment of
organizational recruitment and selection. A
lively discussion ensued on the collection of
data by race on individuals at the pre-
application stage. The presentation by Paul
Scott focussed on detecting biases in hiring
and the criteria to be used in analyzing
employment practices and policies for signs of
intent of systematic discrimination.

Both of these presentations performed an
important educational function enabling
group members to analyze more effectively,
the material presented on recruitment. A sub-
committee was established to draft a review of
recruitment. This Sub-Committee on Recruit-
ment and Selection has reviewed the statistical
qualitative material provided by the partici-
pating police forces as well as related material
and has completed a first draft of its report.
The final report will be made publicly available
to assist police forces in the review and revi-
sion of the recruitment and selection pro-
cesses.

While the Sub-Committee was dealing with
the data on recruitment and selection, how-
ever, a contingency arose that absorbed much
of its energies and those of the entire Working
Group for several weeks.

Response to the Touche Ross Report

At the May 16th meeting of the group, it was
announced that the Multiculturalism Direc-
torate had approved its grant application for
$20,000 and that it would be able to hire an
evaluator and a facilitator, and a recording
secretary for meetings.

The major presentation at this meeting was
from Ronald Prior of the Toronto Police, who
was now able to make public, the contents of
the report by Touche Ross, Management Con-
sultants, on the recruitment and selection
system of the Metropolitan Toronto Police
Force. In addition, various other police
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tion from the Board of Commissioners
Police. The draft was to be circulated to z-
amended by the entire Working Group.

At the June 13th meeting, the draft of -
response to the Touche Ross report was -
main agenda item. This meeting started wi:-
very convoluted and detailed discussion
some small items on the draft and basically -
not reach a consensus on the draft. Seve:
quite negative interchanges occurred, the :
commodation was too small, the temperat.
of the room matched participants’ temr:
and discomfiture, and the record:-

secretary’s voice could be heard recording -
proceedings.

This meeting was a watershed in *
group’s proceedings, since the conflict :-
tween process and task became so evident
led to several other small meetings
members in the same month in which both t-
task and the process were discussed. By ea-
July, there were two draft responses to t:
Touche Ross report, the initial one and a :-
vised draft prepared by police officers. It w:
imperative that attention be paid to mendi-
the process of dialogue.

Mending the Process

The first attempt to mend the process w:
through a meeting of the Steering Commit:-
and the evaluator and the facilitator. Certe
aspects of the meeting were discussed a-
features of the facilitator’s role were define:
This meeting served to debrief members p:-
sent who were feeling upset, but did not ha-
that function for others who were abse-
Consequently, feelings ran high in sor
quarters between the June and July meeting

At the July 18th meeting however, seve::
practices were instituted that served
alleviate tension and to re-establish a produ
tive dialogue. The facilitator assumed for t:
first time a key role in directing discussio:
following agreement with the Chair that st

representatives gave more detailed answers to

questions on recruitment fOI' the I'E!pOI't Of the the Chair to participate as a member in discug.
Sub-Committee on Recruitment and Selec- sion. This enabled the Chair to present h:

tion. | | views and to participate more effectively.
This Sub-Committee was also given the A second change in the process was the e

task of producing a draft response to the plicit declaration by the Chair of ground rulc
Touche Ross report in response to the invita- for participation, with an emphasis on polit:

would take over chairing discussion to enal
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ness, brevity, and a well-modulated voice.

The third was the use of wall flip-charts and
written summaries of discussion so that the
agreed-upon wording was visible to all.

The fourth was the active role of the
facilitator in directing members’ attention to
the task at hand and in fostering listening
skills among members. These actions led to an
improvement in the process of dialogue as
well as to the successful completion of the task
of reaching a consensus out of the two draft
responses to the Touche Ross report.

The consensus at the end of the meeting
was that the process and the task-orientation
were much improved, and members felt the
group could continue its work effectively.

Jean Boyd is a Superintendent with the
Metropolitan Toronto Police Force and is Chair-
person of the Working Group.
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Key Factors in the Establishment of a‘!

Police-Community Working Group

1. A sense of ownership of the idea and a

commitment to forming a group (and |

building on a previous network).

2. A small group of people willing to
assume responsibility for convening
meetings in the formative stages and for
doing the preliminary organization.

3. Forms of external support (secretarial,
copying, mailing) until the group is
funded, and afterwards.

4. Necessity of writing a grant proposal for
assistance with facilitation and
evaluating and other costs of running

the group.

5. Willingness of committed people to at-
tend monthly meetings.

6. Establishment of a set of defined objec-
tives and a realistic timetable.

/. Ease of transportation and availability of
meeting space.

8. Agreement of confidentiality of pro-
ceedings.

9. Consistent attendance by represen-

tatives of police and community or their
designates.

10. Gaining consensus on group’s identity
and body to which it is to report.

11. Resolving problems of process that in-
tertere with the stated goals.

12. Appointing a sub-committee to deal
with data compilation and summary.

13. Ensuring an even balance of police/

‘community representatives on working
committees.

14. Having ground rules for the conduct of
meetings.

15. Having large, well-ventilated meeting
rOOmS.

16. Having a facilitator at meetings as early |

as possible in the process.

$




Zubeida Poonja

The well-known array of contemporary socio-
economic problems with respect to changing
forms of family life, a lack of affordable hous-
ing, a lack of recreational facilities that are
affordable to all members of the community,
and ever-shrinking resources for traditional
or newer human service agencies have meant
ever-increasing demands being placed on the
police services of Metropolitan Toronto.

The police no longer are merely a law en-
forcement agency continuously striving to
provide a high standard of police protection.
They have become rather an important part
of the human services system in Metro.
Police officers in Metro are daily engaged in
helping individuals or other agencies involv-
ed in problems that are not related to law en-
forcement. “"Keeping the peace’ or ““main-
taining order’” has a different meaning and
emphasis today than it did even twenty five
years ago - something the police are gradual-
ly learning to accept and something the
public at large has been rather slow to
understand as well.

A particular problem in Metropolitan
Toronto has been an unhappy relationship
between the police and some members of the
visible minority groups. Visible minority
groups consistently have been complaining
about persistent police insensitivity to their
needs and their lifestyles, as well as racial
harrassment by the police.

It must be acknowledged, however, that
the police have taken important steps to im-
prove their relations with the wvisible
minorities. Such 1initiatives include the
establishment of the Ethnic Relations Unit;
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attempts to recruit more members of the visi-
ble minority groups as police ofticers; expan-
sion of police training programmes to include
cross-cultural education for police otficers at
all levels; new emphasis placed on communi-
ty and race relations; more police participa-
tion in race relations committees in Metro.
These initiatives are steps in the right direc-
tion and can be viewed as signs of more
meaningful changes to come. The reality,
however, remains that the Force is still a long
way from being a satisfactory image of the
various publics it serves.

Therefore, a major challenge for an agency
like the Council on Race Relations and Polic-
ing is to encourage the Force with continued
vigour to make the appropriate changes. The
flip side of this challenge is to improve com-
munity awareness of what contemporary
policing is about in Metropolitan Toronto.

The Council on Race Relations and Polic-
ing is one formal, public mechanism for joint
police-minority problem-solving and conflict
resolution in Metropolitan Toronto. Other
mechanisms are provided by the office of the
Public Complaints Commissioner, the Race
Relations Division of the Ontario Human
Rights Commission and the Directorate of
Multicultural and Race Relations of
Metropolitan Toronto. In crisis situations, the
police frequently use their own intormal net-
works in the community. Other players in
the field of policing and race relations are the
various Municipal and Mayors’ Committees
on community and race relations.

The Council on Race Relations and Polic-
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ing 1s one formal, public mechanism for joint
police / minority problem-solving and conflict
resolution in Metropolitan Toronto. Other
mechanisms are provided by the office of the
Public Complaints Commissioner, the Race
Relations Division of the Ontario Human
Rights Commission and the Directorate of
Multicultural and Race Relations of Metro-
politan Toronto. In crisis situations, the
police frequently use their cwn informal net-
works in the community. Other players in
the field of policing and race relations are the
various Municipal and Mayors’ Committees
on community and race relations.

Background

The Council on Race Relations and Polic-
ing, previously called the Liaison Group on
Law Enforcement and Race Relations and
Metropolitan Toronto Committee on Race
Relations and Policing, has been in existence
since 1976. During that time, the Council has
not only changed its name and membership,
but has also reviewed its mandate. It is ap-
propriate that an organization such as this
Council be reviewed from time to time to en-
sure that its objectives and purposes continue
to respond to new circumstances.

Unlike in 1976, the Council on Race Relations
and Policing is no longer the only group in
Metropolitan Toronto solely concerned with
race relations and policing. The Council,
however, remains unique because it is in-
dependent from governments, because it is a
voluntary partnership between the police
and members of the community, and because
it involves police personnel at all levels.

Perhaps the most unique feature of the earlier
Committee was the development of Area
Committees which were strategicaily located

at the grass roots, community level. These
Area Committees, to some extent, succeeded
as vehicles for police ““sensitization’’, public
education and casework problem-solving.
There were, however, certain difficulties with
this model of community/police involve-
ment. These arose from the mandate, struc-
ture and legislation under which the police

work in the Province of Ontario.
Another important initiative in 1983 which

had to be taken into account and which led to
the formation of the present Council on Race
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Relations and Policing, was the restructuring
of the Police Force as a result of the Hickling
Johnston Management Study of the Police
Force. Of particular importance is a new
philosophy of policing emphasizing decen-
tralized management and decision-making,
zone policing and a new role for the Con-
stable/Generalist. Community relations,
crime prevention and race relations are also
given significant emphasis as a result of this
study and its subsequent adoption by the
Force.

These changes brought about a clear
recognition of the need for greater police in-
volvement in the race relations process from
the bottom up: divisional community rela-
tions personnel, the constable/generalist,
Public Aftairs and Community Planning Of-
ficers are in the frontline of race relations ef-
forts. If race relations is to remain a high
priority of both the police and the communi-
ty, activities must occur at the Zone, Division
and District levels, where the police and the
community have more frequent and more
direct contacts with one another. Members of
the Police Force have acknowledged the need
for an on-going, public and formalized pro-
cess in which members of the community can
act as resources to the police and the police as
resources to the community in the area of
race relations, problem-solving and conflict-
prevention techniques.

Goals

In response to these new circumstances
the Council on Race Relations and Policing
was established with the following mandate:

“"To bring together in a partnership the
Metropolitan Toronto Police Force and
representatives of agencies and other
individuals having experience in race
relations matter to
() develop programs and strategies
on race relations and policing; and
() provide such advisory assistance
as 1s requested by any committees
on race relations and policing
established by the police and any

community within Metropolitan
Toronto.”



The Council is made up of 30 members
who represent community groups and agen-
cies, racial/ethnic community organizations,
community legal clinics, the Urban Alliance
on Race Relations, the Social Planning Coun-
cil of Metropolitan Toronto, the Office of the
Public Complaints Commissioner, the On-
tario Human Rights Commission, Municipal-
ity of Metropolitan Toronto, Ontario Minis-
tries of the Attorney General and Solicitor
General, the Federal Ministry of the Solicitor
General, and senior officers of the Metro-
politan Toronto Police Force. The Council
also has a full-time Programme Director and
one support staff. It is funded by the
Metropolitan Toronto Council, and the On-

tario Ministries of the Attorney General and

the Solicitor General.

Activities

In support of its mandate and task specitic
approach to programme development, the
Council’s current workplan includes:

Public Information

To develop videos on matters of law en-
forcement, particularly the Trespass to Pro-
perty Act. The videos will be used to
disseminate information and to improve the
awareness of law enforcement 1ssues
amongst the visible minority youth. The
videos will also be used for police training.

Police Training

One of the crucial aspects of Policing that
impacts on race relations is police traning.
Therefore the goal of the Council is to study
and evaluate the Metro Police Force training
programme vis a vis race relations. Some of
the issues related to police training in race
relations that are being examined are:
- the nature of existing training programmes,;
- an assessment of the impact of such training
on front-line otficers;
-evaluation mechanisms used to establish the
effectiveness of existing training programimes
at the zone level.

Community Police Relations

In order to further improve and establish
continuing relationships between the racial
and ethnic minority communities in Metro
and the Metro Police Force, a consultation

project has been initiated with the following
objectives:
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(v Toocomsuitanloorain information
femme -z community and  the
polilE DT £nISTINE mechanisms/
meo vz o mimzoives that are In-
emZcl oo ootz oeter relations
mgryczen cm: commanity and the

T8
/iif) To amalviz TTE SUICESSeS and
Sravmzoas of suos initiatives and
aronose Smrprovel workable
models 2z Satrict arnd zone levels.
Members o the Jounii representing
various consIifusniiss Tarilipate 1N
Council’s programm.es. Iiial 1e3ulis of these
projects have led o ruriner TIOZTamme deci-

sions and other initiazives saken by the Coun-
cil in recent monihs, {07 exampie:

_An examination oI issues of Disparate
Sentencing that affect visible minority youth.

Preparation of a pamphlet on hate
literature that will better equip the communi-
ty to deal appropriately with hate propagan-
da.

_Identification of a pilot project to promote
better relations between visible minority
youth (students), the police, private security
guards, shop owners and school authorities
in malls located near schools.

-Response to the Metro Toronto Housing
Authority (MTHA) on the proposed
withdrawal of Community Guardian Com-
pany Limited from Ontario Housing Cor-
poration(OHC) projects  in Scarborough.
Council was instrumental in encouraging
MTHA to include race relations performance
criteria in the tender documents for the provi-
sion of such security services. Subsequently,
the Community Guardian Company Limited
was rehired o provide security services for
Scarborougn CHC ects.

-.Council plaved & major role 1n promoting
better relations nerwezen the Hispanic Coun-
cil and the po.ce 70 3 <3 issues and com-
plaints about mistreatment of Latn American
refugees bv police oorilers o4 Division.

Response t0 a rercrt o Touche Ross and

F .

Partners: A Rewview o7 o2 Jecrultment and
Selection Svszem o7 =z Merorolitan Toronto
Police.”

1

Council mem-sr-: 2ommimue 10 keep abreast
of other torics 272 SRSV
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police/community relations. Council
meetings thus feature presentations by ex-
perts on such topics as the Young Offenders
Act, the Domestic Response Team, the Con-
sultants’ Report on mini stations.

The high morale of the Council members and
staff is encouraging and their support in
carrying out the goals of the Council is com-
mendable. The police members on the Coun-
cil play an effective liaison role between the
Council and the Police Force. We continue to
respond and contribute to bring about
positive changes in police-minority relations.

Zubeida Poonja is the Program Director of the
Council on Race Relations and Policing, 950
Yonge Street, Suite 1000, Toronto, Ontario M4W
2[4. Telephone: (416) 961-9831.
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CITIZEN-POLICE RELATIONS IN POLICE
POLICY SETTING. FINAL REPORT.
Terry Eisenberg and Sharon Lawrence

Institute for Social Analysis, Los Gatos,
California 1980

As Canadian society becomes more bureau-
cratized and institutionalized, there is a
tendency for all our institutions to become in-
creasingly isolated from the community. The
police are no exception. Given this general
trend, one needs to ask the question as to
whether the police are in danger of becoming
a law unto themselves? And if not, in what
ways are police action accountable?

Most Canadians unfortunately, know little,
and apparently care less, about the operation
of their police. Many feel that public order is
the responsibility of the police alone. But, if
the police are perceived as the only organ of
social control, as the sole protectors and
guardians of society, then the sense of police
accountability will inevitably be diminished.
The insularity of the police therefore can be
seen in part due to the fact that relatively few
members of the public have taken an In-
telligent interest in the police.

Policing is still in many ways a ““closed””
public institution, surrounded by a good deal
of mystery and secrecy. The police seem more
able than other public agencies in Canada to
protect themselves from public scrutiny. And
not withstanding the glowing portraits of
police-community initiatives described
elsewhere in this issue of Currents, the police
seem much more able to head off the demands
for meaningful democratic accountability
through the creation of consultation and ad-
visory committees that are given vague terms
of reference and no real powers.
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Other factors that contribute to the further
separation of the police from the community
they serve is the reality that, more than most
occupations, the police are isolated from the
larger community in that much of their profes-
sional and social lives are spent within the
police culture. And, many police are alienated
from the mainstream of the community be-
cause of the particular persons and situations
with which the police are most often involved.

The Need

Not withstanding these opposing trends, if
our police forces were the most efficiently
operated in the world, they would still ac-
complish veryv little without citizen concern
and participation. Police work in the future is
going to depend more upon public support
and co-operation rather than less. If we accept
that law enforcement is, and should be a total
community concern, then strenuous efforts
must be made to maintain and strengthen ef-
fective working relationships between the
police and other components in the commun-
ity. Policing is a communal function and as
such should not be left to the police alone. The
legitimacy and accountabilitv of the police will
be enhanced when it shares the policing func-
tion with the community.

Police-Community Relations in the U.S.

The Report " Citizen-Police Relations in
Police Policy Setting’’. by Terry Eisenberg and
Sharon Lawrence for tne U.S. Department of
Justice, is a comprehensive survey of citizen
participation in peclicy determination in over
200 police agencies throughout the United
States.

Despite the ‘remendous amount of activity
in police departmenss throughout the U.5. in
the last decade o implement varlous pro-
grammes designed i© 'improve police-
community reigfiors . one is somewhat
dismaved bv :he resulzs of this survey. The
authors fourc that moest of the programmes
have been desizned primarily to improve the
police image i the community, that they have
been initiated z2r.d mainsireamed with federal
or other cutsice rurdirz and tend not to be
continued upor olte ;

b1

-~ cawwal of those funds,

L
and that thev hzve tesr poorly evaluated as to
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“eir actual impact on police-community rela-

~ons. Sadly, this analysis seems to describe

=xactly the initiatives carried out in Canada.
Police—community ‘relations  has

-olice on the one hand, and police efforts to
-ounter that criticism, on the other. As com-
Tunity frustration intensifies, the police have
zénerally responded by making minor adjust-
-ents to meet the immediate crisis and have
zvoided comprehensive pians for change in
-=sponse 1o community needs and demands.

In addition, the report finds that police-
-ommunity relations programmes have tradi-
Tonally been developed by the police to
resolve police-community conflict by changing
‘ne community instead of the police. Program-
mes have been designed to change commun-
Iy attitudes, opinions and perceptions
“nrough the provision of information and “op-
Portunities for positive police-community con-
-act” and through the projection of the gp-
“earance of substantive change ““by revision in
superficial aspects of police operations,
Jeployment modes, or supplemental services
~ithout any change in basic police practices
and enforcement policy””

The authors conclude that, given the basic
tent of most police-community relations pro-
=rammes, they have not generally led to direct
ind meaningful involvement of citizens in
~olice policy making.

Other factors that contribute to this lack of
stfective public participation have been iden-
~tied as the lack of resources of community
=Toups, the lack of support from police leader-
:nip and rank and file for this kind of involve-
2ent, and the lack of understanding of police
-2rsonnel about the benefits of such program-
Tes.

This report provides some disturbing and
>.2ar messages for those concerned with im-
Troving police-community relations in Can-
zza. The utility of advisory committees, coun-
=5 and such like has been discussed and
-“estioned in a number of previous issues of
-irrents. Without reiterating all those con-
=S, the general conclusion is that the in-
“llvement of the minority communities
:"rough such vehicles occurs at a level that is
zr removed and outside the real decision-
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making processes of the Institution. Lacking

authority and strategic importance in achiev.
Ing institutional change, these advisory
51OUps can actually slow and hinder the sort
of changes that are required.

secondly, when Multiculturalism Canada
is prepared to bankrol] any and every such ini-
tiative without a critica] assessment of their
Impact, it is not surprising that we are
distracted from pursuing more effective
strategies. In addition, the strategy of using
the limited resources of Multiculturalism
Canada to subsidise any institutional interest
in eradicating racial Inequalities is of ques-
tionable benefit. Providing external tax dollars
in order to consider Incorporating the issue of
race relations as a permanent and integral part
of an institutions’ Operation, may in fact delay
and prevent rather than accelerate that com-
mitment. Have we come to the point in this
country where we have to reward public agen-
cles and institutions with our tax dollars for

greater citizen involvement are apt to
misjudge both the teasibility of achieving
greater citizen involvement and the con.
tribution that can be realized. They tend
to define expectations unrealistically and
to overlook predictable problems. It is
extremely difficult to Oorganize and sus-
tain groups at the grass-roots level that
are truly representative of a Cross-section
of the community. Limited experience
with the use of advisory groups indicates
that it is often difficult to achjeve a con-
sensus, that interest soon fades, and that
PEISONS representing special interests,
such as the business community, be-
come the strongest voices through the
default of others. My own observations
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of informal efforts to encourage greater
citizen involvement at the neighbour-
hood level in large cities, leave me with
the impression that vigorous representa-
tion of the people affected are absent,
while persons who are attracted to mem-
bership on such a body are inclined to
encourage and support some of the very
police practices to which the advocates of
decentralized decision-making are most
strongly opposed”’.

This sobering quotation seems to indicate
two things. First, the whole notion of com-
munity control and public participation in the
decision-making processes of our public in-
stitutions is a concept of great political appeal,
but in practice has been little understood and
misapplied. Much greater attention must be
given to the appropriate mechanisms for
public participation with clear understandings
of the goals and objectives and functions to be
pursued within each vehicle.

CURRLNTS
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Secondly, citizen participation in policing
will vary with the specific issue or policy in
question. Not all areas of police activity are of
interest to all sectors of the community. The
appropriate mechanisms for citizen involve-
ment must therefore be much more specific
about the area of activity as well as the ap-
propriate location and level of involvement
within the police hierarchy.

Community relations must be seen as the
lifeline on which the long-term operational ef-
fectiveness and acceptability of the police will
depend. But, if we are to move beyond the
somewhat nebulous and token efforts that we
have seen thus far in this country, much more
serious thought and vigorous analysis must be
given to the consultative machinery that is
necessary. It is not something that can be ap-
pended — an ad-hoc service leaving the basic
organization untouched. It must be assimi-

lated into every point in the organizational
structure.

Force is Viewed by the
Visible Minority
Communities of Ott

BENJAMIN RADFORD

This article summarizes the findings of a research
project undertaken in early 1984 in Ottawa, as part
of the Police Intercultural Education Project (see ar-
ticle by C.S. Ungerleider and F.H. Echols). The
project was sponsored and dirvected by the Joint
Commuttee on Police/ Community Education which
1s made up of the Police Committee of the National
Capital Alliance on Race Relations and members of
the City of Ottawa’s Advisory Committee on Visi-
ble Minorities.

A major purpose of this research was to collect
typical incidents, case studies, group or individual
experienices involuing ethnic or cultural minorities
with the Ottawa Police as the basis for discussion

and analysis in the training programme. However,
the findings are of broader interest in pointing out
some of the general experiences and issues that are
of concern from the perspective of the minority com-
munities. The findings provide a preliminary
understanding of the relationship between the
Police and the visible minority communities.

The case studies were divided into four
categories. First, were those where the per-
son(s) were satisfied with the actions of the
police. The second category were cases where
individuals did not feel they were being
treated fairly, that the police showed no real
interest in their situation and that the police
would not get involved until an incident ac-
tually occurred. These incidents fostered feel-

ings of frustration and a perception that the
police are not really there to help.




LH il

- e o el it b s ateme amaa 1. . . AL SR L T W g m—iw 4 e == o= e .- .
- e — s e T e T - 3 I L - - - .
. '!: -YE . ':.—_I :: a!l_"_‘ﬁ___; %‘;‘q_ = ;':?L'J. .'E.!.!_' Y - l__“_- e il ,.J L . - .

~mmer 1985 Eg ‘E' %
e o, - e o '_: '. Rt B 'I..'-_,- RS [N e _.-:‘ - ..__'-__.r T -."--"F'. ™ .-_:' Char
.';"i_.. e T iy PR LA, :-L.—‘E'_Eq.-._-_-:..:"'_"::?q: - _l.‘-'.Zj'l..‘-';."'.‘ il :. =T .;!r;_"‘::_';.!-_:-_:;i.:
SR N Y T Y S e e TR O R RS

government administrator who is in the
habit of walking during his lunch break.
On November 2, 1979, as he was return-
ing to the office along the National |
Capital Commission walkway, beside
the Park of the Provinces, an incident |
took place wherein he was taunted by a
group of teenagers who made racist |
remarks, specifically “"hey you Paki”’. As
in the past, he chose to ignore remarks of |
this nature. However, on that par-
ticular day, it was followed by two ob- |
jects hurled in his direction, one of
which was a rock about 3 to 4 inches
wide. The other was a flattened tin can
which landed behind him. One com-
ment followed it: ““hey Paki pick that
up”’. He returned to his office, called the

Mr. D., a South Asian, is a fede-ral‘,

local high school Principal and the
police. l

Mr. D. was distraught to learn that
the police could not take any action since
he was not able to identify the assailants l

and since the crowd had dispersed when

they arrived. Mr. D. felt that the police
considered his complaint trivial and l
acted in a hostile ““don’t bother me’’
manner towards him. They could do
nothing until something really hap- |
pened, not considering this a serious
matter. He felt unsupported and
frustrated that until someone gets hurt,
nothing would be done. As a result, Mr.
D. stopped walking in that direction dur-
ing his lunch break and avoided the
area.

The third category of cases were those
~here the individuals felt they were treated
<njustly, and that their treatment was prob-
:0ly based on the racism of the particular
~olicemen or the police force in general.

The fourth category of cases concerned in-
~viduals who were recent immigrants at the
—me of the incident. They assumed that the
colice in Canada would react in a manner
:milar to the police in their country of origin.
-or example, if they came from a country
~nere the police have a great deal of power
ver citizen’s lives, they expect Canadian

police officers will have an equal amount of
power. This results in misunderstandings on
both sides.

in the Black communities (including
Jamaican, Barbadian, other Caribbeans and
North Americans) the predominant issue was
the stopping of Black males by the police for

no apparent reason other than their being
Black.

A Black youth, returning to his home

ter a movie around 1 a.m. was stopped
by the police. The policeman insisted
that he identify himself and where he
was going. The youth, having been stop-
ped three times before refused to comply
with the officer’s demand. The police-
man then advised him that he was under
arrest. When asked for what, the
policeman replied “‘for suspicion’’. The
policeman put the youth in the back of
his patrol car. He asked the youth again
where he lived. The youth gave him the
address of his parents’ home. The
policeman drove to the address, whet to |
the door and banged on it until someone
answered. The youth’s parents came out
and identified him as their son.
’ Following this incident, the youth
lodged a complaint against the police of-
ficer, sending copies to Marion Dewar of
| the Chief of Police. He received a prompt
| report from the police, yet it did not in-
clude an apology. The police came to his
place of work later on and asked him to
sign documents that would waive any
| culpability of the police in the matter. He
refused to sign the documents.

The youth was angry at being stopped
by the police on four separate occasions.
He knew of other family members, who
| were White, who were never stopped
while walking late at night. He was em-
barrassed and angered by the police
i coming to his place of work. No apology
was forthcoming.

In the Chinese communities, many first

generation Chinese would only call the police
if they were in extreme distress and even then,
not necessarily. They believe that they should
have the least possible contact with the police.
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From the East Indian communities, 1 con-
tacted, the general view was that they had no
serious problems with the police. The excep-
tion was the Federation of Sikh Societies of
Canada, who felt there were areas of poor
communication between the Sikh community
and the police.

The Vietnamese community did not think
the police realized that Vietnamese im-
migrants are accustomed to the police having
power over life and death. In Vietnam, the
police force has power over every aspect of
village and urban life, from minor domestic
disputes to major criminal acts. Justice, at the
hands of the police, usually occurred swittly
and the entire community took responsibility
to ensure safety and order. Another important
point about the Vietnamese community is that
they have a different notion of how to settle a
dispute or how to discipline their children.
The Vietnamese community wants very much
to gain a better understanding of the role of
police in Canada and to understand their
obligations under Canadian law. They also
want the DPolice to better understand their
community. They believe this would prevent

many of the misunderstandings that presently
exist.

The Cambodian community has similar
concerns to the Vietnamese community. Their
only other concern is that the police be kept
up-to-date on immigration laws and what im-
migration papers are required to be carried by
an rimmigrant.

The Multicultural Women’s Association,

like the Vietnamese community, saw the
police lacking an understanding of the role of
the police in a new immigrant’s country of
origin. They also thought that certain laws
should be translated into several languages,
such as parking regulations so that recent im-
migrants might be better able to respect Cana-
dian laws.
The Muslim community did not have any
major problems in their dealings with the
police, but wanted their children to be in-
structed on the role of the police in Canada.

In conclusion, I would like to underline the
finding that individuals within the visible
minority communities react the most when
they are publicly humiliated. Racial slurs, acts
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|  America, was watching her daughter
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Mrs. D., a recent arrival from South

ride a bicycle in the park. Her daughter
fell off the bicycle and two Ottawa |
policemen rushed over to help her.
When the daughter saw the two police- |
men coming toward her she started to
run and fell and broke her nose. The |
| police rushed over to assist her, but the

oirl was in a state of terror. Mrs. D. rush-
| ed to help her daughter as well, but
could not speak English to the officers.
The police insisted on taking the girl to |
the hospital and motioned the mother to
follow in her car. When the policemen
took the girl inside their car, she went in-
toc a total state of shock. On arriving at
the hospital, the mother called her hus-
band at work, who came over im-
mediaiely. The husband, who could
speak English, explained to the police
that his daughter was terrified of them
because in their country of origin, being
pursued by the police can result in tor-
! ture or death. He further stated that
whenever his children see a police of-
ficer's uniform they are terrified. The of-
ficers replied by stating that they had
nothing to fear from them and that they
would wvisit the family home in two
weeks and take the daughter on a tour of
the police station. The officers carried
through with their promise.

Mrs. D. found the officers very help-
ful, but unaware of the type of law en-
forcement which goes on in her country
of origin.

of vandalism that are racially based, and other
forms of humiliation caused the most anger
and a feeling of being wronged among the
visible minority communities. This is even
more strongly held when the police are seen
as humiliating them. In addition, how the
police are seen in handling one situation,
whether they acted appropriately or not, will
be transmitted into a general opinion of the
police held by that particular community.
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Mr. R., a Black immigrant from the
island of Dominica, ran a Caribbean
night club. On several occasions, while
the club was open, the police visited for
what he considered no apparent reason.
They made various charges against him,
such as having his kitchen open during
the wrong hours and selling liquor after
hours. When these charges were
brought to court they were usually drop-
ped. Mr. R. went to one of the chiefs of
police, who directed him to lay a com-
plaint with Morality. Mr. R. laid a com-
plaint. They took a statement from him,
but nothing was done. The police con-
tinued to visit his establishment.

Mr. R. was angry because he felt that
he had done everything to comply with
the law and yet he was still being har-

‘ rassed.
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In reviewing the case studies and informa-
tion received through community meetings,
four central issues were identified:

(1) persons who were recent immigrants did
not have a clear understanding of what
role the police played in a specific situa-
tion or how much authority police held in
Canadian society;

(i) improved methods are needed to help
members of different visible minorities
understand the law and how the police
enforce the law:

(i) there is a strong reaction on the part of
visible minority members when they are
publicly humiliated, especially when this
humiliation is at the hands of the police;

(iv) how the police are seen handling one
situation, whether their actions are ap-
propriate or not, will probably become the
general opinion held by that particular
community.

Benjamin Radford is Executive-Director of the
National Capital Alliance on Race Relations.
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In June 1985, the Minister of Employment and Immigration introduced an Employment Equity Bill in the
House of Commons. On October 3rd, it received its Second Reading and was referred to a legislative commit-
tee.

The following is a summary analysis of the Bill by a coalition of organizations representing labour,
women, the metally and physically disabled, and visible and ethnic minorities. The organizations include
the National Action Committee on the Status of Women, the Coalition of Provincial Organizations of the
Handicapped, the National Ethnocultural Council, the Canadian Association for Community Living (for-
merly the Canadian Association of the Mentally Retarded), the Canadian Labour Congress, the Urban
Alliance on Race Relations, the Canadian Congress for Learning Opportunities for Women, and the Coalition
for Employment Equity. The coalition represents an historic first for Canadian community action, in that the

four designated groups have come together for the first time to lobby for changes of common concern.

In October, 1984, the Report of the Royal Com-
mission of Equality in Employment was released.
The Commission of Inquiry, which consisted
of Her Honour Judge Rosalie Abella as the
sole Commissioner, recommended mandatory
employment equity programmes for the
federal sector. It also recommended a strong
enforcement mechanism for the programmes,
the implementation of equal pay for work of
equal value, the creation of accessible day
care, improved training programmes, and
barrier-tree transportation and work environ-
ments.

In response to the recommendations of the
Abella Report, the Government of Canada is of-
fering voluntary employment equity program-
mes with no enforcement mechanism. Only
the reporting of workforce data will be manda-
tory.

Flora MacDonald, the Minister of Employ-
ment and Immigration has stated repeatedly
that there will be no formal enforcement
mechanism for employment equity program-
mes, but public reporting of workforce data is
a sufficient enforcement tool since employer
performance will be subject to public scrutiny.

But, public reporting is not a satistactory
enforcement tool. It once more places the
burden of enforcement on the shoulders of
women, and members of other target groups,
who will have to obtain the reports, analyze

volumes of statistical data, and lobby for im-
provements if employers are not showing
resuits.

The other enforcement route ottered by the
Government of Canada is filing complaints
with the Canadian Human Rights Commis-
sion on the basis of the data which 1s made
public.

The Canadian Human Rights Commission
has shown no enthusiasm for exercising its
authority to initiate complaints. This seems to
indicate that the onus for filing complaints will
continue to fall on the victims. When one of
the main goals of employment equity pro-
grammes is to introduce a broader and more
effective means of achieving equality than the
complaint-processing system, this i1s a con-
tradiction in terms.

Four Sectors Affected

The Government of Canada’s response to
the Abella Report applies to four sectors:
Federal Government Departments, Federal
Crown Corporations, Federal Government

Contractors and Federally-Regulated Busi-
nesses.

Government Departments

The Government of Canada promises to

strengthen the existing employment equity
programme in Government.
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Equal pay for work of equal value will be
implemented in the public service. An invita-
tion has been extended to the public service
unions to participate on a joint-union manage-
ment committee to prepare a detailed imple-
mentation plan.

Ireasury Board is responsible for the
employment equity activities of Government
Departments.

BUT:
The Government has not announced:

1. The requirements for Departmental
employment equity plans

2. The goals and timetable for increasing the
representation of women, disabled, visible
minorities and natives

3. Whether, when, and in what form Govern-
ment Departments will report publicly on
their progress

4. What sanctions will be imposed by

Ireasury Board on Departments which do
not produce progress towards equality.

The initiative regarding equal pay for work
of equal value is long overdue. The Govern-
-ment of Canada has been bound by section II
of the Canadian Human Rights Act, which re-
quires equal pay for work of equal value, for
nine years.

However, there is no timetable for im-
plementation, and no indication of the
amount of money set aside to equalize
women’'s pay.

Ireasury Board has been responsible for
employment equity in the Government of
(anada for some years now. Women have lit-
tle to show for it. Goals set for increasing
women’s representation have been very low
and have only been set for management posi-
tions. Target groups have no reason to con-
sider Treasury Board a credible agency in the
employment equity field.

Crown Corporations

The Government of Canada has an-
nounced that Crown Corporations will be re-
quired to have employment equity plans and
to report to ITreasury Board. Some Crown Cor-
porations will be required to report publicly
under the legislation governing federally-
regulated businesses.

——— —— - . — i — —— ——— —_——— - —_—— ————
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BUT:
The Government of Canada has not an-

nounced:
1. The requirements for these employment

equity plans

2. The goals and timetables for achieving ap-

propriate representation of target groups

3. The sanctions which will be applied to

Crown Corporations if they do not produce
results.

Crown Corporations which fall under the

legislation governing federally-regulated
businesses will not have to begin to report
their workforce date for three years.

Government Contractors

During the election campaign, Brian
Mulroney promised this:

""A Progressive Conservative Government
will ensure that all companies seeking to pro-
vide services to the Government of Canada
hire increasing numbers of women to perform
those services as a condition of getting the
job...We will ask these firms to show us, as
part of their tendering responsibilities, how
many women will be hired to fulfill those con-
tracts. There’s nothing alien about that. It’s
just good old business sense’’.

In addition, during the televised debate on
women's issues, Mulroney agreed with
Turner and Broadbent that the Government
should insist that private companies doing
business with the Government of Canada be
required to adopt the principle of equal pay for
work of equal value.

What the Government of Canada is offer-
INg 1s:

- Companies tendering on Supply and Ser-
vices contracts which are worth more than

$200,000.00 will be asked to make some
commitment to employment equity.

- The commitment is undefined and it is not
part of the contract, but only part of the
tendering process.

- Contracts will not be cancelled for non-
compliance.

- Companies can be refused the right to
tender in the future, but only if the Minister
of Supply and Services decides to strike
companies form the list of suppliers.
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- Only contracts worth $200,000.00 or more
are affected. Contractors doing $200,000.00
worth of government work (on more than
one contract) in any year are not affected.

- Only Supply and Service contracts are at-
fected, not Public Works, Detence, et
cetera. Supply and Service contracts do not
encompass the majority of the Government
of Canada’s contract spending.

- Loans, grants, monies provided for health,
education, and social programmes through
cost-sharing agreements are not included
within the sphere of employment equity
Provisions.

- Random spot checks on contractors will be
carried out by officials of Canada Employ-
ment and Immigration Commission to de-
termine whether these companies are
meeting their, as yet unspecified, commit-
ment to employment equity.

-~ No mention has been made of requiring

these contractors to institute equal pay for

work of equal value.

This does not amount to a contract com-
pliance programme. Equity requirements do
not become terms of any contract.

There will be an undefined commitment re-
quired at tendering, no comprehensive en-
forcement, and the sanction of being struck
from the suppliers list by the Minister of Sup-
ply and Services for undefined failures. The

scope of application of these measures 1s nar-
TOW.

Federally Regulated Businesses

Bill C-62 will require federally regulated
businesses to publicly report their workforce
data starting June of 1988. Employers will be
required to report on the representation of
women and members of other target groups
by occupation and salary grouping.

The proposed legislation does not require
employers to have employment equity pro-
grammes. It only requires reporting.

There is no enforcement mechanism in this
legislation. If employers do not have program-
mes and do not produce results, nothing hap-
pens. The only sanction applied is for a failure
to report.

Mandatory reporting is not required for
three years. Considering the little that was ac-
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complished during the three-year moratorrum
on section 15 of the Charter, women have no
reason to believe that this moratorium period
will be any more fruitful. Employers do not
need three years to start reporting.

The Package

Taken all together, this package of initia-
tives offers women, the disabled, visible
minorities and natives very little. It allows the
Government of Canada to say they have re-
sponded to the Abella Report, but they are of-
fering no substance, no real change. Far from
offering mandatory employment equity pro-
grammes for the federal sector, the Govern-
ment of Canada is simply offering a manda-
tory reporting system for some employers in
the federal sector. Programmes are not clearly
and legislatively required and there 1s no en-
forcement mechanism to ensure that federal
employers begin to produce measurable 1m-
provement in their employment of women
and members of other target groups.

Women have been working for years to
achieve the implementation of mandatory
employment equity and equal pay for work of
equal value, as well as to have our childcare
needs recognized as basic to any equitable
employment system.

If we allow these weak initiatives to go
through in the federal sector, we will have to
wait for three years for reporting to be in-
troduced, and then for another three to five
years for it to be demonstrated that a public
reporting system does not produce results.

Let’s not wait that long. Let’s get these ini-
tiatives corrected now. They are crucial to
equality in the workplace.

What Do We Want

1. One ceniral enforcement and standard-
setting agency for all four sectors — Depart-
ments, Crown, Contractors, and Federally
Regulated Businesses, with powers to:

1. Define programme requirements
2. Set standards for goals and timetables

3. Receive, analyze, and publish employers’
worktorce data

4. Impose programme requirements and

penalties on non-complying employers
5. Investigate employers’ programmes, prac-
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tices, and data systems on 1ts own initiative
6. Initiate complaints/or court actions

2. Mandatory programmes for all four sectors
(not voluntary programines with mandatory
reporting).

3. Contract compliance (not defined commuit-
ments as a condition of tendering) for all

TLATES T et T e i L LA S T
e e tmer s Ay S T e e L D T e Ty, i D T e
p o el T e TS e T e T, T e ey
R e T et S e P Bt il I et T e

government contractors with over [fifty
employees and $200,000.00 worth of govern-
ment contracts per year.

4. Equal pay for work of equal value as a con-
dition for contracting.

5. Employment equity programmes as a con-
dition of all leans, grants, and receipt of cost-
sharing monies.

plaints Act

The Citizen’s Independent Review of Police Action (C.I.R.P.A.) is an independent community organiza-
tion that exists to provide positive advice and assistarice to persons who wish to complain about police mis-
conduct. The following is C.I.R.P.A."s analysis of Bill 140, the Metropolitan Toronto Police Complaints Act,
1984, which 1s presently before the standing Committee on the Administration of Justice of the Ontario

Legislature.

C.I.R.P.A. has two main areas of concern
about Bill 140: what is in the Bill, and what is
not.

What is in the Bill

e (Complaints lodged by persons not ““direct-
ly affected”” by alleged misconduct will not
be dealt with under the Act. A person who
1s an eyewitness to an assault by a police of-
ficer should be able to lay a complaint, even
if he is not ““directly affected’’. This restric-
tion should be eliminated entirely; how-
ever, if the government insists on retaining
it, it should be amended to include “per-

sons directly affected by or having personal
knowledge of..."".

e ““Misconduct’”’ is now defined as conduct
that would be an offence under the Code of
Oftences in the Police Act Regulations. It is
unclear why the government now finds it
necessary to define misconduct, but if it in-
sists on doing so, the definition should be
more comprehensive. For example, a cer-
tain officer in 14 Division has been liable for

assault in two consecutive County Court
civil actions, but he still remains a member
of the Metropolitan Toronto Police working
in 14 Division. Paragraph 1(a)(vii) of the
Code of Ottences provides that a conviction
for any criminal offence is itself an offence
under the Police Act. In practice, this allows
the Police Act prosecutor to merely prove
the fact of the criminal conviction without
re-trying the whole case. The complainant
and all the other Crown witnesses do not
have to go through the ordeal and expense
of a complete rehearing. Unfortunately, a
finding of liability in a civil case is not con-
sidered evidence of anything under the
Police Act, and a complete rehearing is
necessary. If misconduct is going to be
defined at all, the definition should include
oftences under the Code of Offences, but
should not be restricted to the Code of Of-
fences. It the government insists upon a
comprehensive definition of misconduct,
the proposed definition should be amended
to include ““a finding of liability against a
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police officer in a civil court of competent
jurisdiction in Ontario, for assault, battery,
talse arrest, false imprisonment or
malicious prosecution” .

Another problem with the definition of
misconduct 1s that it is inadequate for deal-
ing with a situation such as the Morrish
Road (Scarborough Party) incident in May
of 1982. CITY-TV made a videotape of
unidentified police ottficers clubbing party-
goers as they left the scene. Although there
were approximately 40 police officers at the
scene at the time of these beatings, none of
the officers admitted to any wrong-doing,
and all officers denied being able to identify
any of the offending officers. This type of
collective "“stonewalling”” cannot be ade-
quately dealt with under the Code of Of-
fences under the Police Act. The best way
of dealing with type of conduct is by way of
a “‘reverse onus’’ provision similar to the
“tound-in”’ provisions of the Criminal
Code, for example, subsection 193(2):
“everyone who is found, without lawful
excuse, In a common bawdy-house...is
guillty of an offence punishable on sum-
mary conviction”’. Where there is clear
evidence that offences against the Police
Act Regulations were committed by several
police officers, the onus should be upon the
police officers to disclose the identities of
the officers responsible, or else all officers at
the scene (or at least the commanding of-

ficers) should be found guilty of miscon-
duct.

Section 19(1) of the Act provides that a
complainant has 30 days from the receipt of
the decision of the Chief of Police to request
the Commissioner to review the matter.
Section 19(2) provides that this 30 day
period may be extended by the Commis-
sioner. On the other hand, Section 13,
which permits the chief of police to refuse
to deal with a complaint which he considers
frivolous, vexatious or made in bad faith,
and which also permits a complainant to re-
quest a review by the Commissioner within
30 days of receipt of the decision, does not
provide for an extension of the 30 day
period. This omission has very practical
consequences, since a complainant may be
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imprisoned throughout the 30 day period.
We therefore recommend that section 13 be
amended to permit an extension of time by
the Commissioner for requesting a review
of the decision of the Chief of Police to
refuse to deal with a complaint.

What is not in the Biil

Independent Investigation From Day One

The Public Complaints Commissioner is
still not permitted to commence an im-
mediate investigation of a complaint except
upon the request of the Chief of Police or in
“exceptional circumstances’’. With an in-
creasingly militant Police Association, we
anticipate that the police will attempt to use
the courts to curtail any attempt by the
Public Complaints Commissioner to in-
tervenie prior to the initial 30 day period. It
is essential to strengthen the Pubilic Com-
plaints Commuissioner’s powers in this
regard. We strongly oppose any police in-
volvement in the investigation process;
however, since this government appears
determined to permit police investigation of
complaints to continue, the Public Com-
plaints Commissicner should be able to
commence an investigation whenever he
deems it fit to do so in the public interest.

¢ Burden of Proof and Other Procedural

Problems

The police complaints process is stacked
so heavily in favour of the police that a
complainant has little chance of success,
regardless of the merits of his complaint. A
police officer has more protection under the
Act than an accused person has under the
Criminal Code, even though the officer
does not face criminal consequences such
as imprisonment, fines or probation. Fur-
thermore, the Act gives far greater protec-
tion to police officers than is enjoyed by
doctors, lawyers or other professionals who
are suspected of misconduct involving
members of the public. The most significant
of these procedural pmtemmns is the
burden of proof, which ]equires proof
“beyond a reasonable doubt”’, the criminal

standard of proot. Such a hzgh standard in
disciplinary proceedings is not required in
any other profession. This standard of

LR L] -
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proot is unprecedented and totally inappro-
priate where the only consequences are

employment-related and not criminal in
nature.

Penalties

The penalties imposed by the Police
Complaints Board after findings of miscon-
duct have been ridiculously low. For exam-
ple, a constable found guilty of assaulting a
prisoner in handcuffs in an interrogation
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room In the police station, was suspended

- for two weeks without pay. If the Board is

so reluctant to deprive a police officer of his
livelihood even in cases of the most serious
misconduct, it should be given the power
to order. the offending officer to make
restitution (i.e. pay monetary damages) to
the complainant. This type of remedy is
available under the Ontario Human Rights
Code, and there is no reason why it should
not be available under this Act.




A REVIEW OF THE RECRUITMENT AND
SELECTION SYSTEM OF THE METRO-
POLITAN TORONTO POLICE

Touche Ross and Partners, 1984

A multiracial
police force?

This study was commissioned by the Metro-
politan Toronto Police Force to assess its cur-
rent recruitment and selection system and “’to
develop specific recruitment and selection
methods which focus on attracting a larger
pool of fully qualified minority and women
applicants’’.

The Touche Ross report is a recognition by
the Police Force of the serious under represen-
tation of visible minorities in the Force and
that the existing recruitment selection pro-
cedures may be biased in favour of the White
-male workforce.

While the report notes that although recent
initiatives have resulted in more minority ap-
plicants being hired, minority recruitment has
been largely unsuccessful. The report attrib-
utes this failure to a lack of co-ordinated and
focussed recruitment effort and one which has
relied on traditional techniques only. The
report goes on to say that the planning is
limited and falls short of specific recruiting
targets and strategies, all the Police resources
are not used effectively, and evaluation of the
process is not conducted.

Based upon this analysis, Touche Ross
recommends five specific recruiting ap-
proaches:

e high-school presentations;
e minority community group presentations;
e campus recruiting; |

e use of minority community role models;
and,

o monitoring/upgrading, whereby those cur-
rently affiliated with the Force, but not
uniformed members, are encouraged to up-
grade their qualifications, if necessary, to
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permit entry as a Police Constable.

In addition, apart from urging a workforce
audit as a first priority to ascertain current
minority group and female officer levels, the
Report makes a number of other recommen-
dations pertaining to validating certain selec-
tion criteria and the ““Constable Performance
Factors’’ to limit any discriminatory bias.

Much importance has been attached to the
need to recruit visible minority people into the
police. The underlying objective is that the
composition of the Police should fully reflect
the community the police serve. But, will the
recommendations made by Touche Ross — to
be a little more active in promoting the police
service as a career to attract more visible
minorities — achieve that goal? Will improving
the technical selection procedures so that they
are free of discriminatory bias result in a
significant increase in the number of visible
minority applications?

Flawed Analysis

Of course, the answer is no. As a very
limited and superficial response, this report
has totally failed to seriously grapple with a
very serious and complex problem. And un-
fortunately, if the police accept the limited
analysis and even implement all the recom-
mendations of the Touche Ross report, theyv
are still going to find the continued unwilling-
ness of visible minorities to join the Police
Force on any appreciable scale. But then ot
course, the blame can be shifted to the minor-
ity communities; the onus of responsibility is
on the community itself to encourage more ot
its members to become police officers.

Any attempt to recruit more visible minor-
ity people into the police must entail a broader
examination of the institutional values within
the policing system itself as expressed in job
evaluation procedures, training, promotion
and conditions of work. Selection and recruit-
ment procedures cannot be dealt with in isola-
tion when they are merely an expression ot
the larger organizational values.

The Touche Ross report is a flawed analysis
that fails to recognize the significant impact o:
institutionalized and individual racism withir.
the Police Force. As such, the report onlv
looks at the issue as a problem for the police i
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which the minority community poses prob-
lems for the police in that not enough of them
are applying to join. Opening the entry gate
wider by improving recruitment and selection
procedures however, does not touch the
biases that are woven into the organizational
fabric, the customary processes that are never
questioned or altered, but nevertheless serves
to exclude minorities.

>ecorndly, any attempt to understand and
“mprove the recruitment of minorities must
rsioznize the wider societal realities. While
tne police have had no part in creating the
conditions of disadvantage and discrimination
taced by many members of the visible minor-
Ity communities, they are nevertheless often
seen as representatives of that amorphous
authority responsible for the collective sense
of deprivation felt by many minority mem-
bers. The recruitment of minority people is not
going to improve while many young people
see the police as “/instruments of oppression”’.
While false and unfair that perception may be,
it 1s of interest to note that the recent N.F.B.
film, “Home Feeling: Struggle for a Com-
munity”’, which focusses on police-West In-
dian relations in the Jane-Finch corridor of
loronto, continues to foster that impression.

But certainly, visible minorities won’t have
that home feeling as a member of a Police
Force which is predominantly White. Many
individuals from minority groups seriously
doubt they are wanted in a Police Force. At
best they would be tolerated, but not ac-
cepted. There is a fear of prejudice from future
colleagues.

Another fear is non-acceptance by the
public. Minority individuals feel that they will
never be accepted as law enforcement officials
by a predominantly White public. Conversely,
in relation to their own community and their
peers, they fear that by joining a Police Force
will be seen as tantamount to ““selling out’’ or
““joining the enemy”’.

Given these dilemmas it is inevitable, cer-
tainly for better qualified minority individuals,
that other careers will be more socially satisfy-
ing and probably more financially rewarding.

An Appropriate Solution?
It would appear that a more fundamental
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ingredient and approach needs to be consi-
dered in being able to more realistically con-
sider achieving the goal of a Police Force that
truly reflects the communities it serves. We
should step back and consider the type of per-
sonnel the police needs to perform the array of
functions that it presently is being asked to
perform. At the moment, all police officers
must start at the bottom and are processed
and trained in exactly the same way. Very lit-
tle provision is made for age differentials,
technical skills, formal educational achieve-
ments, life experience, or any other special
strengths.

The present entry requirements therefore,
reflect the idea that the police are all the same,
doing basically the same job, merely with
varying degrees of emphasis in certain areas.
The bias in the selection system — which of
course the Touche Ross report didn’t discuss
— 1s thus towards a certain notion of the
“'ideal” officer: — ““one who is young, big and
not yet established in life”’. Applicants who do
not fit this ideal are going to have a difficult
time emerging successfully from the selection
process. It is these entry requirements that
prohibit a rich mix of people from considering
policing as a career or being fairly considered
in the selection process.

What is suggested here therefore, is that
the whole notion of the generalist police of-
ficer, with only one entry point and identical
training needs, should be seriously recon-
sidered. Not only is this necessary to attract
people from every cultural and racial back-
ground, but perhaps even more importantly,
it is the only way to obtain the skills necessary
to undertake the often complex and sophisti-
cated tasks entailed in policing in a modern
society. Every Police Force, no matter how
small, has a number of different functions and
responsibilities requiring various skills in vary-
ing degrees.

As John Sewell says in his excellent book,
“Police: Urban Policing in Canada’’, (James
Lorimer, Toronto, 1985), “’the variety of police
tasks requires that there be differing entry
points for individuals with different skills and
experiences. If management needs an Italian-
speaking candidate to work on youth services,
then recruitment practices can be structured
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accordingly. That should be true for all re-
cruits. The police should hire specific people
to fill specific jobs™’.

If policing is to be more responsive to, and
reflective of the multiracial society it is part of,
major structural rethinking is required that
must impact upon recruitment practices in a

CURRENTS
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CONFERENCE REVIEW

Policing in
Multicultural and

Multiracial Urban

ROSANNA SCOTTII and EARL MILLER

This national symposium, held in Vancouver,
October 14 to 16, 1984, was co-sponsored by
the Canadian Association of Chiefs of Police
and Multiculturalism Canada. The purpose
was to bring together chiefs of urban police
forces, visible minority individuals tamiliar
with police/minority issues, as well as race
relations experts to identify the most etfective
and desirable ways of dealing with policing in
multicultural/ multiracial settings.

There was a remarkable consistency in the
types of problems being experienced in all
Canadian cities. Likewise the priority ranking
of issues was similar in each region of the
country.

The key issues, in order of importance,
were:

1. recruitment and hiring of visible minorities
into the police force;

2. cross-cultural communication and training;
. citizen complaint procedures;

4. community involvement and liaison with
poiice officials;

LI
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far more fundamental way than that proposed
by the Touche Ross report. Spending more
time promoting and advertising the police as
an attractive career option for minorities and
tinkering with technical details is an irrelevant
and dangerous time waster.

e -

5. public education;

6. ongoing police/community information
sharing in a regional context.

The major outcome of this conference was
the establishment of a national consensus on
the key issues affecting policing in multi-
cultural, multiracial urban communities. In-
cluded in this consensus was an agreement in
each of the regions to continue joint police
community initiatives on these issues In
regional working groups. More specifically,
the purpose of these regional working groups
is to review priority issues, establish regional
goals, identity implementation strategies and
prepare a position statement regarding the
key areas identified above.

The key participants in these regional
working groups would be Chiefs of Police (or
designates), regional advisory boards of
minorities with expertise in the key areas, and
consultants. The results of this process would
not only be presented to the 1985 annual
meeting of the C.A.C.P., but also be pre-
sented to the Minister of State for Multicultur-
alism, and findings and recommendations
would be made to Provincial Solicitors and
Attorneys-General, Regional Police Commis-
sions or administrative boards and regional
mayors and politicians.

Implications

It is now acknowledged that ethnic and
racial diversity are a permanent feature o:-
Canadian urban life and that policing multi-
cultural, multiracial communities is a nationea.
issue. Despite differences in the make-up c:
individual cities, police, community represen-
tatives and race relations experts agreed or
policy priorities and on the need for joint ac-
tion. There is clearly a degree of readines:
among senior police officials and minorities ¢
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work together to implement changes in polic-
Ing practices. Efforts must continue to be
made to build regionally on the momentum
generated bv the symposium.

Ihe working sessions permitted police and
non-police delegates to jointly identify priority
1ssues and a process for working out imple-
Terniation strategies in each priority area. This
w23 a significant step forward. The discussion
s<rween senior police officials and the com-
ity need no longer be primarily focussed
> whether initiatives should be taken. The
emphasis can now be on how jointly iden-
titied and shared goals (e.g. minority recruit-
ment) can best be implemented. The shift in
perspective from advocacy to implementation
has generated new expectations. It has created

a need for a mechanism where police and

community representatives, with expert
assistance, can jointly formulate substantive
strategies.

Chiefs of Police in the Greater Toronto
region have supported a concept of a regional
consultation on policing multicultural, multi-
racial communities. They have the expectation
that their participation will yield results local-

.........
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ly, regionally and on a national basis for the
(anadian Association of Chiefs of Police. The
investment of the Chiefs in this process has
given it credibility and a mandate. This im-
plies that the various separate police/ race rela-
tions initiatives across the region need to be
reviewed and co-ordinated to reduce duplica-
tion and overlap in effort. It is timely for the
various race relations committees, councils,
assoclations and community groups that are
concerned with policing to consolidate their
etforts. This can contribute to more effective
police/community liaison and can maximize
minority input in the regional consultation
process.

This Conference represents a major turning
point in the history of police/minority rela-
tions. A national consensus has been reached
on the issues and a mechanism to plan action
on these issues in the regional workshop has
been developed. The first steps on a long road
to implementation have been taken jointly by
police and community,

Rosanna Scotti is Manager, Multicultural Rela-
tions, Municipality of Metropolitan Toronto and
Earl Miller is a Planner with the City of Toronto.
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I found Peter Harries-jones’s article on
Academics and Advocacy (Currents, Vol. 2,
No. 4) interesting but I take issue with the
perspective taken on the impact of informa-
tion technology, especially as it is applied to
the social sciences. Professor Harries-Jones
states that where the commodity of human
skill is replaced by information as a commod-
ity, the result is human de-skilling. The im-
plication of this process, according to Pro-
tessor Harries-Jones is a decline of profes-
sional skills and positions, as well as having a
negative impact on advocacy.

Another, more positive perspective can be
applied to the increasing simplicity of com-
puters and their software. Instead of having a
situation where a few educated elites have
control over the technology, language and
‘knowledge, we have an ever growing com-
munity of literate users and acquisitors of
knowledge. Where we had mystification of
knowledge and centralized control we now
have demystification of knowledge and diffus-
sion of control. There is less dependence upon

the expertise of a few who have a ‘mystic’ |

knowledge, written in a language unknown to
the majority of people. In history we can draw
a parallel from the middle ages. Illiteracy and
the control of knowledge of Latin by the elite
of the Church, centralized power leaving
millions dependent upon them for the inter-
pretation of reality, humanity and justice. The
implications for a class struggle are just as
pregnant in the above interpretation as in the
perspective presented by Peter Harries-Jones.

Likewise, I do not believe that the implica-
tions of increased simplicity of information
technology is all negative for either social
science or advocacy. Rather than seeing only
de-skilling, we can think in terms of increased
skills. We have one more tool, one more mode
of inquiry at our disposal. A tool that I believe
Increases our capacity for social science in-
quiry. Statistical packages do more than con-
firm or deny hypotheses. They are also a way
of modelling complex relationships. They per-
mit us to handle both more complex and a

Academics and Advocacy

greater expanse of social information than the
human mind can retain unaided. Of course
social reality and social science are more than
data. They are also experiential and theoreti-
cal. The idea that I, as a social scientist of the
psychological persuasion, try to maintain is to
combine experiential, theoretical and hard
data, to form a comprehensive analysis. I
would draw Peter’s attention to the recent
research done by Dr. Frances Henry and
myself on racial discrimination in employment
(1985) as an example where both inferential
statistics and ethnographic methods were
used in mutual support of the thesis.

I would also note that advocacy can be well
served by the use of statistical analysis and
system modelling. Brenner’s (Personal Stabil-
ity and Economic Security, Social Policy, Vol.
8, No. 1, 1977) work on the relationship be-
tween mental and physical health and unem-
ployment rates is an excellent example of
validating the qualitative observations of the
relationship between human suffering and
poverty. Also, our own work cited above,
demonstrated concretely what observations of
both blacks and whites have noted to govern-
ment over and over again, that discrimination
exists in the Canadian labour market. This
research was instrumental in moving govern-
ment to take action.

And lastly, while I agree totally that such
technology is not value free, neither are the
more ‘traditional’ modes of inquiry. All modes
of inquiry can be used to either support the
status quo or to challenge it. It is not in the
method but in the application of the method
that ends are served.

Etfie Ginzberg
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