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EXECUTIVE SUMMARY 

 

Racism is embedded in police organizational structure and culture (Chan, 1996) and the criminal justice 

system (Jiwani, 2001). However, there is a paucity of evidence that shows police services implementing 

clear anti-racist strategies that aim to eradicate racism in its various forms. The severity and extent of 

institutional racism is often minimized in Canada (Mullings et al., 2016) which create unique challenges 

for police services who wish to develop anti-racism strategies. Race-based data is rarely collected in 

Canada, therefore, there is limited Canadian research that captures the extent of racial disparities in 

policing and the criminal justice system (Wortley & Owusu-Bempah, 2011). Nonetheless, existing 

research in policing points to the persistent and pervasive presence of racism in Canada, which hides 

racial inequality and white cultural hegemony behind a pretense of “multiculturalism” (Wortley & 

Owusu-Bempah, 2011). In addition, DeGeneste and Sullivan (1997) assert that police relations with 

racialized communities “are clearly influenced by the legacy of segregation and discrimination that were 

once sanctified by the rule of law” (p. 6). The ongoing “colonial relations of domination and subjugation 

of subordinated racialized minority groups” (Giwa, 2018, p. 2) materialize in present-day policing and 

pose challenges for police relations with racialized communities. This legacy is still evident in the 

decisions to overpolice certain types of crime and reflects both the racism and classism that are built into 

the institution of policing (Jiwani, 2001). Racialized communities are overrepresented in stops and 

searches, arrests, jails, and court systems, and are both overpoliced or underpoliced in their communities 

(Ben-Porat, 2008; Closs & McKenna, 2006; Giwa, 2018; Jiwani, 2001; Mullings et al., 2016).  

 

Hodgson (2001) asserts that police agencies continue to operate under a “nineteenth-century designed 

military authoritarian organizational model” (p. 522). Similarly, Mohanty and Mohanty (2014) argue 

that “police power is a political resource to secure, control and maintain order [and] command 

obedience” (p. 30). However, a military organizational model no longer serves the functions of police 

(Hodgson, 2001). Therefore, dependence on this structure impedes police performance and limits the 

effectiveness of police agencies to respond, adapt, serve, and protect communities (Hodgson, 2001).  

 

Police reform is often the result of a series of criticisms of police operations (Ben-Porat, 2008). However, 

reform at both the individual and institutional level is necessary and possible (Boykin et al., 2020). At 

an individual level, police officers must recognize how their behaviours and actions affect racialized 

communities (Boykin et al., 2020). Institutionally, police services need to be redesigned to dismantle 

racist and discriminatory structures that exacerbate or reinforce institutional racism (Boykin et al., 2020). 

 

Ongoing strained police-community relations reflect biased, inequitable, and discriminatory police 

practices (Ben-Porat, 2008; Rigaux & Cunningham, 2021). On June 15, 2020, following immense 

pressure from activists, community members and stakeholders, the Calgary Police Service (CPS) 

acknowledged the presence of systemic racism in its practices, policies, and procedures. It also 

committed to taking meaningful action to eradicate racism in its various forms (Calgary Police Service, 

n.d.a., City of Calgary, 2020). To address this issue, the CPS’s Strategic Planning, Research & Analysis 

Section contacted the lead researcher to conduct research to assess the knowledge, environment and 

actions needed to address systemic racism within CPS and support the development of their anti-racism 

strategy. There were three deliverables requested: an environmental scan, an examination of the 

academic literature, and a final report focused on knowledge synthesis and recommendations to the CPS.  
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Between July and August 2021, the environmental scan was conducted to identify promising anti-racism 

and equity, diversity and inclusion (AREDI), strategies, practices and action plans that were developed 

nationally and internationally across police services. The scan searched broadly through the websites 

and gray literature of major police services in Canada, the United States (U.S.), the United Kingdom 

(U.K.), New Zealand, and Australia. Our findings revealed that many police services had equity, 

diversity, inclusion (EDI) strategies; however, anti-racism action plans or strategies were largely absent. 

We acknowledge that the absence of anti-racism strategies in policing does little to restore and build 

trust and confidence with racialized communities. 

 

In October 2021, we conducted a literature review, which analyzed the existing scholarship on police 

services, community engagement and anti-racism. The review responded to two key research questions: 

(1) in policing organizations, how is trust built and sustained with communities? and (2) what role could 

communities play in both the development and implementation of anti-racism, equity, diversity, and 

inclusion (AREDI) strategies? The results showed that building and sustaining trust with racialized 

communities involve police transparency; implementing internal and external accountability 

mechanisms; developing and enhancing alternative approaches to criminalization; diversifying police 

services by hiring racially diverse front-line officers and administration; and ensuring racialized 

communities play an active role in the development and implementation of anti-racism strategies.  

 

Building on our foundational work and research findings, this final report responds to critical questions 

of how the CPS can design and implement an impactful community-informed and sustainable anti-

racism strategy. It also identifies the challenges in addressing systemic racism and implementing a 

sustainable, long-term anti-racism strategy; how a culture shift is created successfully within a 

paramilitary organization; and what recommendations the research team propose to the CPS toward the 

creation of a relevant, community-supported, sustainable anti-racism strategy. 

 

This report is intended to inform the development and implementation of a relevant and sustainable anti-

racism strategy that engages historically marginalized and racialized individuals, groups, and 

communities. We first discuss strategies for developing a sustainable, long-term anti-racism strategy 

followed by a discussion of some of the ways a cultural shift is achieved in paramilitary organizations 

then highlighting some of the challenges CPS may encounter implementing a sustainable and long-term 

anti-racism strategy. We conclude with several recommendations for the CPS. 
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Developing a Sustainable, Long-term Anti-racism Strategy 

 

Developing a sustainable, long-term anti-racism strategy includes enhancing procedural justice, 

addressing, and redressing existing historical distrust that racialized, and building and nurturing 

community relations. Procedural justice refers to the positive interactions that people have in police 

encounters through fairness of process, while distributive justice refers to the community’s perception 

that police are responsive to a community’s needs and crimes in an equitable manner (Fedina et al., 

2019). Another aspect of procedural justice is the perception that one has a voice and role in the decision-

making process (Myhill & Bradford, 2013). Tyler and Waslak (2004) highlighted the importance of 

procedural justice in their findings which show that when people believed the police had been 

procedurally just in their interactions with them, they were less likely to view these encounters and stops 

as racial profiling. According to Myhill and Bradford (2013), ensuring police officers and staff receive 

procedurally fair treatment themselves would encourage them to reciprocate this behaviour and increase 

officers’ acceptance of organizational reforms like community policing. An approach police leadership 

can take to address procedural injustice in the policing agency’s culture can include improving 

interpersonal treatment of staff, and clear, transparent explanations of decisions (Myhill & Bradford, 

2013). The focus should be not only on what individual police officers can do, but on what the 

organization and management can do to create a culture and environment that supports officers to 

improve their service to the community. This new dedication to community policing would in turn, 

improve their service to the public and ensure procedural justice. Scholars propose that enhancing 

procedural justice in police practises not only improves the relationship between the police and racialized 

communities but enhances the public’s trust and confidence in the legitimacy of the police agency (Fagan 

& Davies, 2000; Gau & Brunson, 2010; Tyler & Fagan, 2008; Tyler, Fagan & Geller, 2014). Public 

perception of police legitimacy is shaped by procedural justice and distributive justice (Tankebe, 2013; 

Tyler & Fagan, 2008).  

 

However, there is also a need to look beyond improving procedural justice to begin to repair the 

fragmented relationships that police hold with racialized communities. Procedural justice may affect 

individual encounters and short-term public perceptions of the police, but it cannot fully undo the long-

existing historical distrust that racialized communities hold of police -- a distrust through which they 

also interpret and understand their current experiences with police. Pryce and Chenane (2021) argue that 

improving trust between the public and social service institutions (e.g., police) is key to community 

stability, the functioning of the criminal justice system, and the delivery of police services. Calvert et al. 

(2020) found that community members felt that despite police-led community events increasing positive 

interactions, it did not entirely diminish the continued fear and distrust held by community members 

towards the police. Pryce and Chenane (2021) illustrate this with an example: a young Black man pulled 

over during a traffic stop may appreciate that the traffic stop was conducted with clear fairness and 

procedural justice; but one positive encounter cannot undo his previous negative experiences with police 

and his awareness of his community’s historical and ongoing experiences of discrimination from the 

police. Furthermore, as Epp et al. (2014) state, investigatory stops are, by nature, invasive, even when 

they are conducted in a procedurally just manner.  

 

Reconciliatory initiatives may also be helpful in improving police-community relations by addressing 

the historical legacy and ongoing impact of racially biased and discriminatory policing (O’Brien & Tyler, 

2019; Pryce & Chenane, 2021). For example, this can entail reconciliatory statements and actions that 

acknowledge the historical and present harms police have enacted upon racialized groups. O’Brien and 

Tyler (2019) describe reconciliation in this context as a process that acknowledges historical and present 
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reasons for community distrust, emphasizes working with the community rather than just individuals, 

and proposes police actions to earn the trust of communities. 

 

Some researchers have also recommended expansion of community policing to improve police relations 

with the marginalized communities and groups that tend to distrust them most, such as racialized youth. 

Barthelemey et al. (2016) suggested that police improve relationships with the community by engaging 

youth, such as through off-duty mentoring programs and community-police events. Pryce and Chenane 

(2021) found that many respondents pointed to a need for an improved community presence from police 

and called for community policing. Borreo (2001) and Carr et al. (2007) found that youth tend to hold 

more negative views of police, with age being a significant predictor of negative attitudes towards the 

police. Boreo (2001) noted that one contributing factor to this was that youth and police do not have 

informal forums or structures to seek ways to deal with issues, as youth may be reluctant to lodge formal 

complaints when they experience police misconduct (Brunson & Weitzer, 2006). A youth-police 

relations committee with membership from youth, police, parents, and other community members may 

thus be helpful. Carr et al. (2007) also found that the youth respondents in their study wanted more police 

presence in their communities, and particularly for police to develop relationships with citizens and be 

part of the community, rather than a hostile force from the outside. Calvert et al. (2020) recommended 

that police establish consistent relationships with community youth over time, such as through 

community mobilization efforts that encourage community collaboration. They found that community 

members believed the police lacked connection to the largely Black communities they worked in, as they 

were “not from the area, did not look like them, and did not attempt to genuinely relate to community 

members” (Calvert et al., 2020, p. 282). Calvert et al. (2020) suggested that police officers increase 

sustained efforts to provide opportunity for positive interactions by regularly visiting recreation centres 

and public outreach events. 

 

Partnerships between the police and social workers can also improve relationships with communities 

(Fedina et al., 2017). Police services can work with community-based organizations that can facilitate 

community outreach and engagement, and support linking victims to social services, particularly 

culturally relevant and responsive ones for racialized and LGBTQ+ people. Calvert et al. (2020) found 

that socioeconomic conditions, such as lack of employment opportunities and poor-quality housing, were 

contributors to violent encounters between police and young Black men because these deprivations led 

to anger and frustration among youth, as well as excessive free time outside school to potentially become 

involved in activities that might increase their encounters with police. Poor community conditions and 

high disorganization impedes on residents’ ability to enforce crime, and their ability to act in the face of 

police misconduct (Kane, 2002). Engaging social workers, as suggested by Fedina et al. (2017), to work 

with communities and improve access to social services and other opportunities may mitigate some of 

these environmental difficulties.  
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Cultural Shift in Paramilitary Organization and Policing 

 

Traditionally, police services have been categorized as paramilitary organizations (Chan, 1996; Chappell 

& Lanza-Kaduce, 2010; Gray & Lovrich, 1991; Perito, 2004; Toch, 2008; Yuksel, 2015) that have a 

degree of military capability (Andrade, 1985; Beede, 2008; Chappell & Lanza-Kaduce, 2010; Scobell & 

Hammitt, 1996; Toch, 2008) or have adopted a “militarized ideology of policing” (Hill & Beger, 2009, 

p. 26). Police organizational culture is associated with hegemonic masculine culture (Metz & Kulik, 

2008), rigid hierarchy, and traditional bureaucracy that aim to create unquestionable docility and 

obedience (Yuksel, 2015). This rigid hierarchal approach with power exerted from top to bottom (Gray 

& Lovrich, 1991; Toch, 2008; Yuksel, 2015) has shaped organizational culture and employees’ 

behaviours and codes of conduct in the workplace (Chan, 1996; Gray & Lovrich, 1991; Yuksel, 2015).  

 

Social and cultural movements during the late twentieth century have put pressure on the police force to 

shift cultures within the organization by increasing inclusivity and diversity (Metz & Kulik, 2008). There 

is a growing body of scholarship that discusses how a cultural shift can be achieved in paramilitary 

organizations (Chan, 1996; Fyfe, 2016, 2017, 2019; Jones, 2008; Metz & Kulik, 2008; Schein, 2017; 

Yuksel, 2015). Some scholars suggest a top-bottom approach to change (e.g., Metz & Kulik, 2008; 

Schein, 2017), while others propose combining top-bottom and bottom-up approaches (Chan, 1996; 

Fyfe, 2015, 2017, 2019; Metz & Kulik, 2008). Still, Chan (1996) argues that change in police 

organizational culture takes place through persistent external pressures and the intervention of all 

stakeholders. Despite these perspectives, varied organizational cultures across different police 

departments may pose several challenges for organizations (Fyfe, 2019).  

  

Positive organizational culture needs to be promoted at the management level through training,  

increasing awareness about different communities, increasing community engagement, and building 

relationships between citizens and police officers. Metz and Kulik (2008) suggest changing the 

management model by shifting the hierarchy of the organization and involving all employees and 

communities. Gray and Lovrich (1991) focus on developing a new management approach called 

“participatory management.” According to the authors it is suggested that upper-level management, mid-

level management, and support staff work together to solve problems. The authors argue that to facilitate 

such change in police organizations, new concepts and ideas need to be reinforced in different levels of 

hierarchy through extensive training (Gray & Lovrich, 1991).  

 

Toch (2008) suggested participatory involvement at all levels of the organization in decision-making as 

a strategy to change organizational culture and structure. He suggests forming a group of internal 

leadership to implement change in the organization. He also suggested using feedback from employees 

at the bottom of the hierarchy and from citizens as a strategy to monitor the impact of reform. According 

to Toch (2008), organizational reform projects can benefit from feedback provided by front-line officers 

who have daily interactions with communities.  

For Fyfe (2019), a successful reform happens when there is a connection between the intentions of 

political leaders and the values of the police organization. Decision-making should be shared with senior 

police officers as well as with local government. Fyfe (2019) states that cultural change needs to happen 

from within the police organization, rather than through government imposition. Focusing on this 

approach to cultural change, he argues for using police officers as a team of experts to adjust cultural 

reform based on each department’s needs.  
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Other scholars have made suggestions to address cultural change in police organizations by focusing on 

building and nurturing community-police relationships (Mastrofski & Willis, 2010; Reiss, 1992; 

Sklansky, 2006; Skogan, 2005), and increasing police officers’ intolerance of misconduct and corruption 

(Klockars et al., 2004; Sherman, 1998; Skolnick, 2002; Tyler et al., 2007). However, police agencies do 

not operate in isolation, as they are also arms of the state influenced by government policy and direction. 

Vallée (2010) has observed that since Steven Harper’s government came to power in 2006, federal focus 

has shifted towards funding crime prevention efforts that prioritize drug-related offenses, gangs, and gun 

violence. There is a particular emphasis on allocating funding and resources to “evidence-based” 

interventions, a marked departure from past community safety initiatives. Vallée (2010) further notes 

that this budgetary shift means a reduction of support for communities and police agencies testing new, 

community-based interventions.  

 

Recruiting police officers from different communities and assigning racialized police officers to serve 

racialized communities is also relevant (Reiss, 1992; Sklansky, 2006; Skogan, 2005). Sklansky (2005) 

argues that recruiting racialized people, women, and LGBTQ+ people into the police force can contribute 

to reinforcing police-community relationships. For example,  Sklansky (2005) states that: “Just as black 

officers, for example, may have more credibility than white officers in a predominantly black 

neighborhood, a department that recruits, retains, and promotes a significant number of black officers 

may find the credibility of its entire force enhanced in black neighborhoods” (p. 1228). Although 

increased representational diversity is a commonly proposed solution to the issue of racially biased 

policing, it also cannot be taken as a panacea. Gau and Brunson (2015) found that Black communities' 

distrust of police persists even when officers are Black, and Brunson and Weitzer (2009) found that most 

of their study respondents agreed that regardless of police officers’ race or ethnicity, “cops were 

essentially blue” (p. 881). 

 

According to Skolnick (2002), there is a blue code of silence ingrained in organizational culture that 

contributes to police misconduct and corruption. The “blue code of silence” is an invisible part of police 

subculture, where reporting the misconduct and abusive behaviours of fellow officers is strongly 

discouraged (Brunson & Weitzer, 2009). A common suggestion to reduce police corruption is to increase 

surveillance and develop a strict system of discipline (Klockars et al., 2004; Sherman, 1998). Sherman 

(1998) suggests a rigid bureaucratic structure to increase surveillance of police officers’ actions. 

Klockars and colleagues (2004) argued that it is the rigid system of discipline that prevents officers from 

misconduct. They suggest that it is through punishing misconduct and rewarding those who report 

wrongdoing that a culture that stands against police corruption can be built.  

 

Building on findings from our environmental scan of major national and international police services, 

and our literature review, we propose several recommendations to help inform the CPS’s implementation 

of relevant and sustainable anti-racism strategies. Some of the common areas of action and change that 

are promising across police services are: implementing AREDI training and education for all police 

personnel; developing recruitment, retention, and promotion strategies to increase representational 

diversity; establishing a rigorous complaints processes for civilians; implementing body cameras; 

creating or modifying the use of force policies; developing mechanisms to foster engagement with 

racialized communities; creating and enhancing transparency and accountability measures; allocating 

appropriate human and financial resources; and developing and implementing a race-based data 

collection strategy. 
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Challenges Implementing Relevant Sustainable Anti-Racism Strategy 

 

Some major barriers the CPS may need to overcome when integrating an anti-racism strategy include 

confronting community mistrust, diminished police legitimacy, and the ongoing legacy of racially biased 

policing. The historically distrustful and strained relationship between Black people and the police has 

been amplified by recent high-profile incidents of police brutality and the killings of Black citizens such 

as George Floyd and Breonna Taylor (Pryce & Chenane, 2021). Pryce and Chenane (2021) argue that 

the unfair and discriminatory treatment of Black people by the police is a significant factor that impacts 

their level of trust and confidence in the police. The circulation of such experiences and stories of racist 

injustice in social media, news networks, and the public consciousness accumulate to create a broader 

cultural distrust of police, and affecting police legitimacy widely (Warren, 2011). Police legitimacy 

affects the extent to which citizens obey and cooperate with police (Tyler, 2004; Tyler & Fagan, 2008). 

The current crisis of police legitimacy impacts the functioning and effectiveness of police services. 

Citizens are more likely to obey the law, cooperate with officers, assist during investigations, call for the 

police’s help, and report non-crime emergencies if they view law enforcement as legitimate, trustworthy, 

and procedurally just in their policing practises (Solomon, 2019; Sunshine & Taylor, 2003; Tankebe, 

2013; Tyler & Jackson, 2014). However, when communities view the police as illegitimate and 

untrustworthy, they are less likely to cooperate with and obey them (Tankebe, 2008).  

 

Racialized people are more likely to view the police more negatively than their white counterparts do  

(Brown & Benedict, 2002; Peck, 2015), which reflects their long history of undue persecution and unfair 

treatment at the hands of police. Fedina et al. (2019) emphasize that in addition to residents’ interpersonal 

encounters with the police, community perceptions of police legitimacy and community views of the 

police are shaped by both collective and historical experiences with police. This includes the historical 

and present experiences of inequitable and discriminatory treatment, such as harassment and excessive 

force, that have been endured by Black people, Indigenous Peoples, other racial and ethnic minorities, 

and the LGBTQ+ community (Mallory et al., 2015). As such, historically marginalized racial, sexual, 

and gender groups tend to view the police with less trust and as having less legitimacy (Mallory et al., 

2015; Weitzer & Tuch, 2005).  

 

Community views of the police are also influenced by the police’s use of excessive force, corruption and 

internal criminal activity, and increased militarization (Chaney & Robertson, 2013; Stinson et al., 2015). 

Weitzer and Tuch (2004) found that Black and Hispanic people were more likely to experience negative 

police interactions, see media reports of police misconduct, and live in high-crime areas with intense 

police presence. Black Americans and residents of neighbourhoods with high concentrations of Black 

residents are also more likely than any other racial and ethnic group to see the police as untrustworthy 

(Bell, 2017; Carr et al., 2007; Gau & Brunson, 2010). Meng et al. (2015) found empirical evidence 

pointing to the police’s racial profiling of Black youth in Toronto and linked Black youth’s experience 

of this discrimination to their disproportionately high rates of being stopped by police, which particularly 

occurs in middle-class neighbourhoods with higher populations of white people. 

 

This widespread distrust and fear of the police works in combination with the diminished legitimacy of 

the police to impact police-community interactions. In Calvert et al.’s (2020) study,  fear and distrust 

were considered important contributors to the violent encounters between police and young Black men. 

Black youth in this study feared police after having witnessed, experienced, or heard about violent 

police-youth encounters, while police feared youth due to their knowledge of previous assaults on 

officers  (Calvert et al., 2020). Although disrespect and hassling from the police may not be lethal or 
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brutal, it can have a cumulative, widespread effect on the collective consciousness of Black communities 

(Feagin, 1991). Furthermore, police aggression and disrespect are disproportionately experienced by 

Black people (Mastrofski et al., 2002).  

 

Community and neighbourhood context along with race can play a role in police conduct, as research 

has shown police are more likely to use force on people in disadvantaged neighbourhoods (Fagan & 

Davies, 2000; Kane, 2002; Terrill & Reisig, 2003). Residents of poor and high-crime neighbourhoods 

report higher levels of dissatisfaction with the police (Reisig & Parks, 2000). Terrill and Reisig (2003) 

suggested that officers tend to see racialized people as associated with an increased risk of violence, and 

even more so when they are encountered in “dangerous” disadvantaged neighbourhoods with 

concentrated racialized populations. The presence of police in low-income, high-crime neighbourhoods 

is much more intense than in more affluent areas, and these areas are also where more aggressive policing 

strategies are concentrated. Law-abiding residents of those neighbourhoods are negatively impacted by 

this as well, as police tend to treat them with less respect and trust (Brunson & Weitzer, 2009; Kane, 

2002; Terrill & Reisig, 2003). Meng (2017) notes the difficulty of analyzing the role of race and 

neighbourhood in policing, as there is a paucity of race-based data collection on crime in Canada 

(including stops-and-searches), as well as a lack of spatial analysis in existing research that takes 

neighbourhood affiliation into account in police encounters. Meng (2017) found that Toronto police 

disproportionately stopped Black and other racialized individuals in predominantly white 

neighbourhoods, and/or in neighbourhoods with higher crime rates. It must also be noted that the latter 

kind of neighbourhood with high crime tends to be a socioeconomically marginalized neighbourhood 

with a higher population density of racialized groups (Meng, 2017; Meng et al., 2015).  

Fedina et al. (2019) also found that for victims of intimate partner violence (IPV), higher levels of IPV 

exposure were associated strongly with lower levels of police trust and legitimacy, particularly for Black 

participants. This corroborates other IPV research findings that race, ethnicity, and socioeconomic status 

impact the response of police officers to IPV victims. For example, Black women victims of IPV are 

often treated with less empathy compared to white women from higher-income areas (Potter, 2010).  

 

Another major barrier for the police to consider lies within the police agency, its organizational structure, 

and its workforce. Internal resistance from within police agencies, rooted partly in strongly held 

conservative police subcultures, is a major potential barrier for implementing the necessary changes to 

improve police-community relationships (Myhill & Bradford, 2013; Skogan, 2008). Reiner (2010) noted 

that a “them and us” perception was characteristic of police subculture, creating distance between police 

and the communities they serve. Indeed, it is not uncommon for a significant number of officers to be 

resistant to the idea that police should work with the public as partners in community policing initiatives, 

tending to see citizens as problems to resolve, rather than collaborative partners in law enforcement 

(Myhill & Bradford, 2013; Reiner, 2010). 

 

Reiner (2010) identified core pieces of police culture including: suspicion, isolation, solidarity, 

conservatism, machismo, racial prejudice, pragmatism, sense of mission, cynicism, and pessimism. 

Although many officers do see their fundamental mission as being one of serving victims, they tend to 

attempt to achieve this by employing enforcement and action-oriented models of policing, rather than 

service models which focus on interaction with communities (Reiner, 2010). The ways that police 

perceive the communities they serve have a direct impact on their interactions with residents from those 

communities, such as white officers’ perceptions of Black people in low-income areas (Barthelemy et 

al., 2016). Calvert et al. (2020) found a significant disconnect in officers’ perceptions of the police-

community relationship when compared to the community’s perceptions. Officers believed that violence 

initiated by officers was not a cause of their negative interactions with young Black men. In contrast, 

community members believed that police were distant (Calvert et al., 2020).  
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Officers also face challenges in communities including risk of bodily harm, and pressure to meet 

performance and crime enforcement goals in an efficient and timely manner. They may believe they lack 

the time to cultivate relationships with the community and to ensure procedural justice while trying to 

meet these goals (Reiner, 2010). Myhill and Bradford (2013) found that police officers’ perceptions of 

receiving fair treatment from the police organization predicted their positive attitudes towards serving 

the public and being aligned with community policing. Furthermore, Myhill and Bradford (2013) pointed 

to the quasi-military organizational structure of the police agency as mismatching with service-model 

policing, as officers may not be given voice in decision-making and may not always be informed about 

why they must perform certain tasks. As such, the capacity of police reforms such as community policing 

service models are dependent, in part, on influencing and changing traditional police culture (Skogan, 

2008).  
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Recommendation 1: Implement anti-racism training and education for all police personnel 

 

Anti-racism training should be mandated for all new hires, agency staff, uniformed officers, civilian 

personnel, police board members, police agency leadership, supervisors, and management alongside. 

Periodic mandatory refresher training courses must be implemented annually over the course of their 

careers. Completion and refreshment of training on anti-racism and EDI can be included in annual 

employee performance assessments to ensure accountability. Renauer and Covelli (2011) emphasize the 

importance of continued training throughout officers’ careers to reinforce effective communication skills 

with the public. 

 

Trainings could cover topics such as: anti-racism (e.g., Ottawa Police Service, 2020), anti-Black racism 

(e.g., Durham Regional Police Service, 2020; Toronto Police Service, 2020), anti-Indigenous racism 

(e.g., Toronto Police Service, 2020), Indigenous-specific cultural awareness and competency (e.g., 

Ottawa Police Service, 2020; RCMP, 2021b), intercultural training (e.g., New Zealand Police, 2019a; 

New Zealand Police, 2019b), racial equity (e.g., Boston Police Department, 2020; San Francisco Police 

Department, 2020), the history and impact of racialized policing and profiling (e.g., New York City 

Police Department, 2021; Service de police de l’agglomération de Longueuil, 2015), racial/implicit bias 

(e.g., New York City Police Department, 2021), and intergenerational trauma (e.g., RCMP, 2021b). 

 

The training programs should address internal racism in the workplace, be engaging and experiential, 

and focus on active cross-cultural communication skills (Blakemore et al., 1995). Programs should not 

focus on rote memorization of information that is limited to one-time sessions, but ought to be delivered 

over a period of time to ensure retention. Attempts to implement AREDI training programs may lead to 

internal resistance from officers (Gould, 1997). Trainers must take measures to mitigate this potential 

barrier to learning by clearly demonstrating the relevance of the material to police officers by showing 

its practical application. For example, improving the safety of police officers, increasing their efficiency, 

and protecting them from potential liability issues (Blakemore et al., 1995). Framing training as an 

activity that can bring tangible personal benefits to police officers, such as professional development 
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training that could potentially affect promotion, can be a way to initially motivate police officers who 

are resistant and difficult to engage. 

 

Diversity training alone cannot eradicate systemic racism in policing, therefore, organizational policies, 

procedures and practices must be reviewed and overhauled to address racial bias in policing (Blakemore 

et al., 1995). The entire training curriculum must reflect a clear theoretical framework and anti-racist 

approach. These approaches should be guided by anti-racist scholars and experts (e.g., Toronto Police 

Service, 2020). Ongoing audits should be conducted to ensure training and educational courses and 

materials reflect an anti-racism lens.  

 

Recommendation 2: Develop Recruitment, Retention and Promotion Strategies 

 

Considering the continued underrepresentation of racial and ethnic groups in policing agencies in Canada 

and the U.S. (Conor et al., 2019; Duffin, 2021; Guajardo, 2016; Leatherby & Oppel Jr., 2020; Marcoux 

et al., 2016; Statistics Canada, 2017), developing policies and strategies on the recruitment, hiring, 

retention and promotion of racialized employees, and setting timelines with progress goals and deadlines 

are crucial in all EDI and anti-racism plans.  

 

Police services must move beyond traditional recruitment approaches and identify potential barriers that 

may lead to racial inequities in the recruitment and hiring process. Recruitment material must explicitly 

communicate police services’ commitment to anti-racism and creating a police service that is reflective 

of the community. They should broaden the candidate pool by advertising in racialized communities, 

such as religious institutions, cultural organizations, community events (e.g., New York City Police 

Department, 2021; San Francisco Police Department, 2020), professional networks, and other key 

gathering places (Wilson et al., 2016). Hiring panels should be made up of diverse people who have 

received implicit bias and anti-racism training. They should also increase the recruitment of Indigenous 

peoples and create community liaison positions to work with Indigenous communities. 

  

There are ongoing disparities in the advancement of racialized police to higher ranks and positions in 

police services (Guajardo, 2016; Gustafson, 2013; Schroedel et al., 1996), therefore implementing 

retention and promotion strategies may reduce these disparities. Many racialized police officers must 

contend with racism within their organizations; therefore, police services must cultivate an inclusive 

workplace to retain racialized people (McMurray et al., 2010). Oppressive and racist police subculture 

may impede racialized officers seeking to enter policing or to advance in their careers (Rigaux & 

Cunningham, 2017). Collecting data to capture the experiences of racism (Guajardo, 2016) or job 

satisfaction (e.g., Durham Regional Police Service, 2020; Medicine Hat Police Service, n.d.) may 

provide valuable information. Policies related to police promotional exams should be assessed to identify 

potential barriers that disadvantage marginalized officers (Guajardo, 2016). Accelerated promotion 

timelines are another possibility but may pose challenges if the police agency subculture is resistant to 

such initiatives (Cashmore, 2002). Services could implement mentorship programs (e.g., New York City 

Police Department, 2021) or create employee resource and affinity groups (e.g., San Francisco Police 

Department, 2020) to better support officers. 

 

Reviewing paid time off policy to ensure that it accounts for all religious and cultural holidays, (e.g., 

San Francisco Police Department, 2020) helps ensure an equitable process. Other actions to retain 

racialized employees may include the creation of wellness programs and access to culturally appropriate 

and sensitive services for Indigenous personnel (e.g., RCMP, 2021b). Furthermore, tracking data related 

to disciplinary actions is important to detect potential trends and bias against racialized staff.  
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Recommendation 3: Establish a Complaints Process 

 

Streamlining the complaints process to ensure it is equitable, accessible, and transparent is critical to 

maintaining public trust and ensuring that the police service is accountable to the public. Police services 

should consider developing a voluntary, restorative justice dispute resolution process as an alternative 

to the official channels of filing a formal complaint (e.g., Toronto Police Service, 2020). This alternate 

dispute resolution process may help resolve lower-level complaints against the police and achieve 

reconciliation with complainants and communities. It may also offer an alternative for complainants who 

may be intimidated or unwilling, to go through with the formal complaints process, which can be lengthy 

and confusing to citizens. Police services may also consider utilizing external and independent bodies 

(Walsh & Conway, 2011) to investigate incidents of racially biased policing and use of force. For 

example, Brunson and Weitzer (2009) propose the creation of civilian complaint review boards to 

increase police accountability and the accessibility of the process to civilians.  

 

Recommendation 4: Create or Modify Use of Force Policies 

 

Racialized people, particularly Black men, experience disproportionate encounters with the police 

including pedestrian and traffic stops (Brunson & Miller, 2006; Gelman et al., 2007; Kahn & Martin, 

2016; Novak, 2004; Ridgeway, 2007) and are more likely to experience police use of force (Fridell & 

Lim, 2016; Terrill & Mastrofski, 2002). Since race affects citizens’ outcomes and experiences with 

police and the criminal justice system, police services must create or modify their use of force policies. 

Reviewing existing policies and enhancing them to ensure there is a clear, enforceable disciplinary 

process for violations of the policy is critical. Police services should also review their current use of 

force model so that there is more emphasis on de-escalation (e.g., Toronto Police Service, 2020). Officers 

should be trained to de-escalate conflict and minimize the use of unnecessary, excessive, and lethal force 

(Dias & Vaugn, 2006; Lee & Vaugn, 2010). Beyond pre-service training, there should be periodic 

refreshments of conflict resolution and de-escalation skills and knowledge (Alpert et al., 2006). Police 

services may also create a list of “zero-tolerance use of force offences’’ that would result in immediate 

termination (e.g., Boston Police Department, 2020). Implementing mandatory accountability checks, 

such as requiring supervisors to complete use-of-force forms may reduce police use of force (Alpert & 

MacDonald, 2001). Posting use of force policies and incident data for public access should also be 

mandated for police services.  

 

Recommendation 5: Employ Body Cameras 

 

Although opinion on the use of body cameras is mixed (Barak et al., 2017), the mandatory adoption of 

body cameras should be a key component of police services’ anti-racism and EDI strategies to ensure 

transparency and accountability (Boykin et al., 2020). The implementation of body cameras could 

increase police transparency by capturing and analyzing video footage of incidents involving the police. 

Cameras should be always activated during work hours. Video footage should be retained for six months 

or longer. Agencies may provide citizens recorded by the agency’s body cameras full access to video 

footage (e.g., Boston Police Department, 2020).  

 

Recommendation 6: Develop Mechanisms to Foster Engagement with Racialized Communities 

 

Community policing involves decentralizing authority; mending relationships with the community; 

focusing on community collaboration, cooperation, and consultation; and emphasizes accountability and 

social service. It allows police to consult with racialized communities, government/city agencies and 

committees, public figures, and academics to shape policies, practices, and initiatives (Ben-Porat, 2008; 
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Glowatski et al., 2017; Kearns, 2017). Engaging racialized communities is a critical part of police 

services’ anti-racism and EDI strategies. To serve their communities and build strong relationships, 

police services must develop efficient lines of communication effectively and responsively. Lack of 

communication between the police and the communities they serve can lead to less effective law 

enforcement, and even to violence in extreme cases (Schneider, 1999). Therefore, improving 

communications to engage communities and garner resident support can also improve crime prevention 

efforts. 

 

Hosting town halls, community meetings, public listening sessions are strategies that could be used to 

gather feedback from community members and  listen to their experiences with police services (e.g., 

New York City Police Department, 2021; Toronto Police Service, 2020). The police service should 

ensure there are multiple methods for the public to participate in community meetings, such as online, 

and through written and remote submissions. Promoting and delivering meetings in multiple languages 

in various ethnic enclaves and creating multilingual feedback forms (Chinatown, Little Jamaica, etc.) 

helps address language barriers in police communication strategies (McMurray et al., 2010). Conducting 

public surveys is another mechanism for soliciting community input and testimony (e.g., New Zealand 

Police, 2019a; New Zealand Police, 2019b). Police services can increase police-community interactions 

by holding open houses for community members to visit and learn more about the agency and its work, 

or by attending community events, celebrations, and cultural festivals to develop closer relationships 

with community members. 

 

Meeting with external stakeholders is also important to hear from diverse interest groups (e.g., New 

York City Police Department, 2021). This can include activist and advocacy groups, racial justice 

advocates and scholars, youth groups, community organizations, ethnic and religious organizations, 

small business owners, tenants’ associations, policy experts, and more. Other potential areas of action 

include increasing collaborations with social workers from local community social service organizations 

(Giwa, 2018; Sylvester & Teboh, 2016). Police officers are realistically unable to acquire the wide array 

of specialized skills needed to respond to all kinds of community disruptions such as mental health crises 

and domestic violence situations; therefore, social workers can also help fill this gap (Giwa, 2018; 

Sylvester & Teboh, 2016). 

 

Police engagement with youth is another sub-area of focus, as school resource officers are sometimes a 

point of contention within communities. The police service should review policies on school resource 

officers’ roles and duties, particularly on officers’ use of physical interventions with students. Creating 

Youth Advisory Committees (e.g., Durham Regional Police Service, 2020) or engaging with youth 

outside of school are other strategies to improve community-police relationships. Focusing recruitment 

strategies to engage diverse, racialized youth more effectively by out-reaching to student groups, clubs 

and campuses is another. For example, police services can engage Indigenous youth through youth 

advisory committees, youth camps, and pre-cadet programs (e.g., RCMP, 2021b) and consultations on 

reconciliation. Police agencies can also appoint police personnel to handle liaisons and act as police 

representatives for communities and neighbourhoods, including ethnic and racialized communities (e.g., 

Ottawa Police Service, 2020; Toronto Police Service, 2020).  

 

Police agencies should also work closely with Indigenous communities and establish relationships with 

Elders and leaders. The creation of an Indigenous Liaison Unit or Indigenous Cultural Advisory 

Committee is one strategy used by the RCMP (2021b) to enhance relationships. Participating in 

community events such as powwows, Orange Shirt Day and the Sisters in Spirit Vigil is another method 

- if police presence is requested by the community (RCMP, 2021b). Agencies should also work to 

enhance partnerships with nearby self-administered First Nations police services. Restorative justice 
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initiatives can be explored. Police services should review the findings and recommendations of the 

MMIWG Inquiry Report and the TRC and consider how these may influence police services.  

 

Media and communications strategies are another key element of community engagement (Niagara 

Regional Police Service, 2020; Toronto Police Service, 2020). For example, social media platforms may 

be utilized to create public awareness (e.g., Toronto Police Service, 2020) and disseminate information 

about the police service’s strategic plan, objectives, and progress (Niagara Regional Police Service, 

2020; Toronto Police Service, 2020). Informational videos could be created for newcomers and 

immigrants about safety, the police, and the law in Canada (e.g., Niagara Regional Police Service, 2020). 

Furthermore, access to interpretation and translation services in police interactions with racialized 

communities and developing multilingual communications are important. 

 

Input and feedback from the police service’s own personnel, including civilian members, is also 

important. Conducting employee surveys to seek better understanding of police personnel’s perceptions 

of the work environment and their potential experiences with racial bias and injustice in the workplace 

is important to inform future policy and strategy planning. 

 

Recommendation 7: Transparency and Accountability Measures 

 

Transparency and accountability are critical to establish trust between police services and the 

communities they serve. Implementing independent civilian oversight boards can be established to 

investigate civilian complaints of racially biased policing and use of force (Walsh & Conway, 2011). 

For example, these civilian boards could be granted full investigatory, subpoena power (e.g., Boston 

Police Department, 2020) and authority to initiate investigations and access full body camera footage 

(e.g., New City York Police Department, 2021). External, independent entities can also be contracted to 

review police agency policies, processes, practices, and programs through an anti-racist lens. 

 

Policies should be enacted to ensure that all allegations of racial profiling are fully investigated (e.g., 

Toronto Police Service, 2020). Disciplinary reform can be implemented to ensure there are clear 

guidelines for officer misconduct and instances of racially biased policing. For example, officer 

misconduct should be reported when observed by other officers and failure to report could result in 

disciplinary action (e.g., New York City Police Department, 2021). Annual performance reviews for 

personnel can be implemented, with checks for completion of anti-racism training and refreshers. Use 

of force policies and data, workforce diversity data, and progress reports on anti-racism strategy goals 

should be published and reported on a regular basis and made available for public access on the police 

agency’s website (e.g., Toronto Police Service, 2020). 

 

Recommendation 8: Allocate Human and Financial Resources 

  

An important cornerstone for implementing and integrating an effective and sustainable anti-racism 

strategy (Jordan et al., 2009) involves allocating appropriate human and financial resources (Culbertson, 

2020; Jordan et al., 2009; Wilson et al., 2016). Hiring and retaining diverse staff and developing 

responsive leadership are necessary to reshape the organizational culture (Rigaux & Cunningham, 2021). 

However, recruiting racialized candidates continues to be a challenge for police services in Canada. 

Agencies have been slow to adjust their organizational structures, especially regarding the recruitment 

of racialized people (Rigaux & Cunningham, 2021). While a more diverse and representative police 

service may help “[increase] understanding of different cultures,” quality standards for recruitment are 

also necessary (Rigaux & Cunningham, 2021, p. 456). Police services must create processes to attract, 
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hire and retain qualified individuals. In addition, part of retaining racialized employees is creating 

mechanisms to eliminate their experience of racism (Jordan et al., 2009). Creating dedicated teams or 

units to oversee and implement EDI and anti-racism measures is another strategy (e.g., San Francisco 

Police Department, 2020; Toronto Police Service, 2020) to monitor and assess goal attainment while 

ensuring accountability. Working groups or committees that oversee this area of the strategic plan can 

ensure that the strategy is implemented at all levels. Police services should also conduct an internal 

budget analysis through a racial equity lens to inform their hiring goals and prevent racial inequities in 

staff layoffs (e.g., San Francisco Police Department, 2020).  

 

Recommendation 9: Develop and Implement Race-based and Data Collection 

 

Police services must collect disaggregated race-based data (Fan, 2018; Toronto Police Service, 2020) to 

identify inequities and assess barriers and gaps in their policies, procedures, and services. The relevance 

of collecting race-based data has been reflected in the action plans of several police services including 

the Toronto Police Service (2020), Durham Regional Police Service (2020), the Boston Police 

Department (2020) and the Greater Manchester Police (2018). Data collection can be a positive 

“mechanism that measures police activity on the front line” (Closs & McKenna, 2006, p. 153). Collecting 

data has several benefits, as it: (a) ensures agencies measure, monitor, and understand how police use 

their powers; (b) assesses the nature and degree of racism within agencies; (c) identifies disparities that 

reveal wrongful acts, omissions, and biased policing; (d) strengthens citizen trust by alleviating concerns 

about police activity; (e) helps the community understand the severity of the problem around race-based 

policing and racial profiling; (f) supports community policing by building trust and maintaining the 

credibility of police; and (g) deters misconduct by helping to push more efficient stop and search 

practices and strategic methods for using power more effectively (Closs & McKenna, 2006; Ramirez et 

al., 2000). 

 

Consultation and input should also be solicited internally from police personnel through employee 

surveys to capture their perceptions of the workplace culture and environment, as well as from 

communities through public surveys to gauge public perceptions and experiences of the police and its 

services. An external review could be conducted to assess workplace culture and its processes and 

policies for addressing incidents of harassment and discrimination with a specific anti-racism lens (e.g., 

Toronto Police Service, 2020). Conducting consultations and meetings with racialized communities may 

increase community’s trust in the police (e.g., Toronto Police Service, 2020). Findings from race-based 

data collection should be published and made publicly accessible on police services website through 

regular reports to the public.  

  

Relevant data collection includes information on hate crimes (including crimes with elements of bias 

that may not constitute official hate crimes), use of force incidents, traffic stops, employee demographics 

(including data on promotions, layoffs, and disciplinary actions) and leadership demographics. 

Collecting aggregated data from body camera footage may also be beneficial (Fan, 2018). Data should 

be used to help identify widespread systemic issues such as police shootings (Carmichael & Kent, 2015) 

and not only individual incidents. Strategies for race-based data collection must be carefully considered 

for ethical and privacy concerns. For example, police services should be aware of privacy concerns when 

using data from video footage (Fan, 2018), facial recognition software and biometrics (e.g., Boston 

Police Department, 2020) and ensure appropriate mechanisms are in place to address them.  
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Key Considerations and Next Steps 

 

The murder of George Floyd and countless Black, Indigenous and racialized people by police resulted 

in a resurgence of calls for racial justice. Highly publicized protests drew global attention to the myriad 

ways in which racist ideology is deeply ingrained in the fibers of police services. Locally, Black, 

Indigenous, and racialized communities shared heart-wrenching stories of their lived experiences of 

systemic racism (City of Calgary, 2020). There is ample evidence that underscores the insidious effects 

of racism. Citizens were applauded for their courage in speaking out about racial injustices by the CPS 

both publicly and in a recent report (Calgary Police Service, n.d., City of Calgary, 2020). There were 

countless statements of solidarity and commitments from organizations including police services. 

Likewise, the CPS committed to acknowledging historical and current wrongs and structural inequities, 

creating transformational cultural shifts to effectively establish an equitable and inclusive workplace, 

challenging complacency and power imbalances, actively engaging in a process of reconciliation, 

working with communities to develop solutions, and developing transparency and accountability 

mechanisms (Calgary Police Service, n.d.). The CPS must actualize and operationalize these public 

commitments and plans for actions to restore positive relations with racialized communities. 

 

Recommendations were advanced in this report to inform the creation of a relevant anti-racism strategy. 

As the CPS makes the shift to developing anti-racism strategies, it must grapple with the implications of 

integrating anti-racism in its service. Addressing systemic racism and creating sustainable organizational 

change at CPS require concerted efforts from the Prime Minister, Calgary Police Commission, Chief of 

Police, front line officers, staff, and leadership at all levels. It also involves law reforms, changing 

organizational structure, hierarchy, leadership and empowering racialized groups that have been victims 

of police violence. The CPS must also contend with and address several internal and external challenges, 

including the minimization and dismissal of everyday experiences of racism and systemic racism by 

individuals on all levels of the organization.  

 

This report and its recommendations are intended to complement the ongoing development and 

implementation of the CPS’s Indigenous Road Map, while also actively executing the Truth and 

Reconciliation Commission’s (TRC) Calls to Action. The CPS’s Indigenous Road Map is an affirmation 

of its commitment to reconciliation and is also a key part of its commitment to anti-racism. As such, any 

anti-racism strategy that the CPS develops while drawing upon the findings of this report as a resource, 

must necessarily work in tandem with the goals of the Indigenous Road Map. Many of the 

recommendations and areas of concern highlighted in this final report align with the Indigenous Road 

Map. Both the Indigenous Road Map and this final report prioritize increasing opportunities for open 

dialogue between the CPS and the communities they serve. The Indigenous Road Map has also 

highlighted its goal of bringing “Sacred Spaces and culture within the police environment” (Calgary 

Police Service, 2021, para. 3) Similarly, the final report has recommended the creation of affinity groups 

and supportive spaces for marginalized racial and ethnic groups in the policing organization. Just as this 

report has recommended the allocation of sufficient human and financial resources to overseeing the 

development and implementation of the CPS’s anti-racism strategy, the Indigenous Road Map has been 

in development through the collaborative efforts of the CPS’s Indigenous Advisory Board with 

Indigenous Elders, Knowledge Keepers and other community members (Calgary Police Service, 2019). 

Moreover, the Indigenous Road Map works to address the Calls to Action of the TRC and the Calls to 

Justice of the Missing and Murdered Indigenous Women and Girls (MMIWG) Commission. Many of 

the calls relevant to police services involve addressing the disproportionate criminalization and 

victimization of Indigenous peoples, and the racially biased treatment they face from police. This final 

report recommends broad actions to address this disproportionality such as race-based data collection, 

body cameras, a stronger complaints and disciplinary process for police misconduct, modified use of 
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force policies that focus on de-escalation, improved anti-racist training, and more transparency and 

accountability measures for the police such as civilian oversight boards. 

Most critically, the CPS’s Indigenous Road Map is not simply a “finite project, but rather a new way of 

doing” (Calgary Police Service, 2019, p. 7). Similarly, this report has stressed the importance of creating 

a long-term and sustainable anti-racism strategy. While this report has emphasized the importance of 

creating target goals and deadlines to ensure accountability for progress, it has also stressed that an anti-

racism strategy must be implemented alongside a major culture shift in the policing organization. In this 

way, the anti-racism strategy will not simply be composed of disparate actions and projects that come to 

an end but can become a foundational framework that guides the CPS in their policing practices, policies, 

and processes so that anti-racism becomes embedded in the CPS’s organizational culture and structure. 

The CPS’s declared commitment to anti-racism and Indigenous reconciliation must become more than 

a statement of intent. 

 

Although “planned change is difficult to achieve, especially when it is imposed by one group upon 

another” (Chan, 1996, p. 237), the CPS must be relentless in their efforts to restore trust with Black, 

Indigenous, and racialized communities. These communities must be actively engaged and involved in 

the process. All efforts to dismantle racism must be shared with communities. Often organizational 

attempts to engage in anti-racism work are viewed as performative. In response to social injustices, many 

organizations make statements of commitments to eradicate systemic racism, however, only a few follow 

through with these commitments. Organizations may also neglect to consistently update the public on 

their progress. When organizations fail to communicate the actions, they have taken since their initial 

statement of solidarity and commitment, communities may question whether organizations like the 

police can indeed create meaningful and lasting changes.  

 

Although this report is intended to serve as a valuable resource to the CPS, the CPS must still collect 

additional data, including an inquiry into the ways in which police interact with racialized communities. 

Data collection is critical to increase police accountability and transparency. The CPS must also engage 

and collaborate with anti-racism scholars to help guide their various initiatives. 
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