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President’s Report – Leadership in
the Workplace
Bruce Chapman, PAO President

COVID-19 Novel Coronavirus Update (as of March 23, 2020)
I wanted to add this update ahead of the magazine going to print. We are currently living and
working in an uncertain and unprecedented time – for our cities and towns, our province, our
country, and the world.
Thank you. Thank you to every single one of you for the difference you are making in keeping your
communities safe during this pandemic. What you do matters, and we are all in this together.
Information is changing daily, and by the time you read this article, it will be a completely different
landscape than when I wrote it. Therefore, I strongly encourage everyone to regularly monitor
Ontario.ca/Coronavirus for the latest updates about the status of the virus in our province and
communities.
Throughout all of this, one message will not change: Please do not take risks with your own health. If
applicable, wear your PPE whenever you feel a situation may require it. If you feel sick, stay home.
Again, thank you for all that you’re doing, and stay safe.

T

here have been a number of police collective
agreements settled or ratified last year and in
early 2020. For those who are engaged with
your local associations, you will know the amount of
time, effort and work that goes into negotiating and
finalizing collective agreements. Efforts must be made
to advocate for everyone’s best interests, especially
those of the local membership and the profession as
whole. In addition, work must be undertaken with the
police service board to develop a contract that will be
acceptable to the municipality.
So, how do you measure the success of any given
police association board member or police service
management? How do you, as a member of your police
service and association, measure the success of your
representatives? How do you measure the success of
your chief and senior management team?
I recently had the opportunity to speak about the
concept of leadership to a group of senior police
officials and realized that the general message would
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lend itself well to this format and be appropriate to
share with this audience as well.
What qualities and traits does a good leader embody?
Having read a number of well-written publications
and attended a number of symposiums on leadership
over the years, I personally believe the following
qualities and traits are regularly present in the good
leaders and leadership teams I’ve crossed paths with:
• Effective communicators
• Prioritizes honesty and integrity
• High level of confidence
• Ability to inspire others
• Strong commitment
• Forward thinking
• Passionate
• Accountable
• Transparent
• Resilient
• Empathetic

Most of the qualities on this list do not require longwinded explanations as we all know what these are
and how they are employed in various scenarios. That
being said, it is often challenging to identify good
leaders because people are inherently drawn to how
they motivate people and subsequently to tangible
results. However, the traits listed above cannot
always be evaluated with persuasion and numbers –
they are often subjective and demonstrated, rather
than quantified. Therefore, those seeking to be good
leaders should instead commit to bringing out the
best in their teams, increasing accountability and
celebrating success.
Police association leadership
Police association work is uniquely dissimilar to the
job itself, no matter if an executive member is a police
service professional working in the civilian field or
a sworn police officer. Police association executives
make a choice to represent you, their members, and
they are elected by you to do so. In order to get elected,
they often develop a platform and make speeches
regarding their plans for advocacy and positive change
on behalf of the membership. Some individuals choose
to position themselves as tough, hard talking and an
enemy of senior management, while others choose
to align themselves more closely with management.
Which approach is correct or best? There is no simple
answer to that as each individual situation dictates
the approach a good leader will need to employ.
I have had to take both approaches in the past,
whereas others may easily recognize which
approach makes the most sense for them given the
circumstances. Whether faced with management
challenges, a high volume of grievances, or the
inability to get a ratified collective agreement, each
situation will likely call for a great deal of flexibility
and adaptability when working towards a goal.
Police management leadership
It is equally important to follow the progress of
a police chief and their senior staff, both from an
association perspective and from the perspective
of those on the front-line. Questions that should be
regularly considered include:
• How is the morale of the members?
• How satisfied are the service’s employees, including
yourself?
• How productive is your unit as a part of the police
service?
• How satisfied is the community with your police
service?
• How do we recognize and highlight accomp-

lishments?
When properly and thoughtfully answered, the
above questions provide insight into who you have as
local police leaders in a management role.
It’s important to recognize that leadership has
its privileges and it has its challenges. Nobody is
perfect and many police leaders consistently work
at honing their leadership skills. However, your
elected association board members have a duty
bound upon them by an oath to represent and protect
you, as their members. This includes holding senior
command to account for their actions and words. We
have seen many examples of negative stories of poor
management in police services and positive stories
highlighting the great leadership that exists in other
police services.
Sworn and civilian police personnel leadership
My message to all of you – the 18,000+ sworn
and civilian police personnel members of the PAO
– is simple: Do not shy away from holding your
association executives to account, as the decisions
made by your local association will have an impact on
your and your team’s future in policing. At the same
time, it is important to trust your association’s board
to do what is right for each and every one of their
local members. They made the choice to represent
you, and you influenced their election. The number
of hours logged by almost every executive member of
a local association is staggering, and truly shows the
commitment that exists to prioritize the needs of the
membership.
I encourage all sworn and civilian members of every
police service across Ontario to take an interest in
your local association work. Attend meetings, read
the communications sent to you, and get involved in
community events hosted by both the association and
the service.
I now make it a habit to end my President’s
messages with an important request – please be
a leader for yourself. We know this profession can
take a toll on those who choose it. If you need help
or are struggling, I strongly encourage you to reach
out for support. Additionally, we need to look out for
each other to ensure our peers, supervisors and staff
know that assistance is available if/when they need
it. Finally, if family members of police personnel are
reading this article, please make sure your loved ones
are ok and feel supported to come forward if they’re
not. We are all stronger together. d
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Will Successful Communitybased Pilot Programs Ever Come
in For a Landing?
PAO Executive Director Stephen Reid

I

n a recent review of several academic research papers and newspaper articles over the past decade
related to customized police programs for assisting marginalized communities or Community Safety
and Well-being Plans (CSWB), I noticed an interesting trend. There is little or no mention of meaningful, long-term investment funding for these programs
should it be required.
Don’t get me wrong – these programs are theoretically designed to modernize policing as a public service
to address specific social problems. However, without a
significant and ongoing infusion of money, these programs will most likely not succeed.
Let’s start with the annual event of planning the operational budget. Every year, we hear ‘policing costs are
increasing significantly,’ or ‘first responders are taking up a third of our municipal budget.’ This is factually
incorrect. As you can see in the chart below showing all
Ontario municipal budgets, protection services (police,
fire, ambulance, court security, etc.) only went from
16.5% of the average municipal budget in 2009 to 17%
in 2018.

Expenses as a % of All Ontario
Municipal Budgets
Protec3on Services

Health Services

Social and Family Services

Social Housing
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2014
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Figure 1: Source: FIR Report - Ministry of Municipal Affairs Ontario
https://efis.fma.csc.gov.on.ca/fir/Provincial%20Multi%20Year.htm

To compound the problem, investments in social
housing, social services and health services, which impact a significant portion of marginalized populations,
has also been steady or cut over the same period of time.
The existence of flat-lined expenses across all line
items provides municipal governments with an oppor6

tunity to brag that they are sound economic managers.
However, as the above chart indicates, there is very little to indicate programs that were designed to address
specific social problems at the local level are being adequately prioritized and funded.
In a quick scan on Google, I found many news articles
about various police services teaming up with mental
health workers to help people in crisis get access to
resources safely and as quickly as possible. Almost every major urban centre has a part-time or pilot mental
health program currently underway across the province.
For instance, Thunder Bay Police Service indicated
their program was designed to alleviate some of the
significant and increasing amount of time police officers are spending on mental health calls. In one 30-day
period, police officers spent 189 hours on mental health
calls alone.
Another program in Kingston was designed to not
only get those with addiction issues the help they need,
but they also aimed to reduce this particular marginalized group’s arrest rate by 40% by the end of the pilot
project.
Programs such as Thunder Bay’s, Kingston’s and
many others are the result of joint-funding exercises
between multiple levels of government or health-care
agencies and police services – but what happens when
the project is over and the funding has ceased? The most
likely scenario is that front-line police service personnel will fill the void as they do now when the various
programs are not active during off-hours.
The biggest question will be – what happens if these
pilot programs conclude and there is an evidence-based
need to have these services available around the clock
to keep the public safe? Where will the funding come
from? As the chart indicates above, there has been very
little investment in all areas of local public services directed at social problems that affect front-line policing
for the past decade.
Pilot programs can produce great outcomes but until municipal governments commit to long-term and
stable funding, they will continue to circle around. d
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PAO at Advancing WE in Policing Workshop:
Exploring Gender & Equity in Policing
Pam Twining, PAO Civilian Board Director

I

n February, I had the privilege of attending the
Advancing WE in Policing Workshop in Niagara
Falls with PAO President Bruce Chapman. The
PAO was a sponsor of this workshop and President
Chapman was a member of the organizing committee. The event was a sequel to the Advancing
Women in Policing Workshop held in Ottawa last
year. The conversations in Ottawa led the group
to rebrand the workshop to “WE” in policing to
be more inclusive in the exploration of equity and
gender in policing.
After having attended both workshops in Ottawa
and Niagara Falls, I was pleased to see the move
from Ottawa being a women’s only event to Niagara Falls being fully inclusive of gender and diversity. Last year, the female officers in attendance
discussed the challenges they face in policing and
promotion. This year, the first day of the workshop
was primarily focused on male officers offering
their perspectives on the same questions. All of the
conversations in Ottawa and Niagara will form part
of a research paper that is being conducted under
the guidance of Dr. Linda Duxbury of Carleton University.
The latter two days of the workshop were filled
with informative and thought-provoking panel
discussions and presentations. The second day
opened with a panel discussion that included OPP
Commissioner Thomas Carrique, Peel Regional
Police Chief Nishan Duraiappah, York Deputy Chief
Robertson Rouse, RCMP Assistant Commissioner
Jodie Boudreau, Peel Regional Police Deputy Chief
Ingrid Berkeley-Brown and OPP Superintendent
Susanne Decock. All of the panel members were
truly authentic in their delivery of remarks while
sharing personal and somewhat vulnerable stories
as they answered questions posed by the moderator and the floor. It was encouraging to see a panel
of senior police leaders come together to discuss
biases, assumptions, and barriers as they relate to
diversity and inclusion.
Presentations were given by the Canadian Centre
for Diversity and Inclusion, Dr. Leeno Karumanchery of Diversity Intelligence™ Platform, Sgt.
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David Jones of Edmonton Police Service, and the
Association of Black Law Enforcers (A.B.L.E) President Jacqueline Edwards. These presentations discussed various topics including the culture of policing, bias, recruiting, how we measure diversity,
and authentic inclusion in the workplace. President
Chapman also addressed the delegation as a keynote speaker.
I was proud to see many PAO member associations represented in the delegation. I believe that
it is important for the PAO to be a partner in these
discussions. Although one could argue that the PAO
is not responsible for the culture of the workplaces
across the province, it is our mission to advance the
collective rights and interests of our membership.
Advancing inclusion and equity in policing clearly
fits into this definition.
In reflection, I was asked to consider how the PAO
can be an integral part of promoting inclusion and
equity in policing going forward. Data shows that
women make up about 20% of the police officers
across Ontario, with about 15% holding leadership
roles. How about the total number of female police officers that are elected to leadership positions
within our member associations? How about the
diversity of our associations? I am told that there
has never been a sworn female director on the PAO
Board and in my twenty-six years with Ottawa Police, I can only remember one sworn female board
director. I don’t say this to be an alarmist or to try
to start a movement of setting quotas, but instead
to raise awareness and open discussions. As association leaders, we should want our boards to be
representative of the members we serve.
We should be encouraging all of our members
to become involved. I believe that the PAO and its
member associations’ participation in the Advancing WE in Policing workshop is a positive step forward towards addressing these tough questions,
opening the dialogue and reflecting as a group on
what we can do to promote equity and authentic
inclusion in the policing profession. d
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PAO Supports OMERS 2020
Proposed Plan Changes
Michael Duffy, PAO Counsel – Policy and Research

I

f you work for a municipal or regional police service in Ontario, you are probably an OMERS pension plan member. Enrolment in OMERS is a key
benefit for police service and other municipal employees in Ontario and allows many to enjoy security
in their retirements. In 2019, OMERS controlled over
$100 billion in assets on behalf of over 500,000 active and retired members. With so much at stake, the
people who manage OMERS on the members’ behalf
are constantly working to make sure that the plan
remains valuable, secure, and affordable for members.
About the OMERS Pension Plan
OMERS is a jointly-sponsored, defined benefit,
pension plan. The Plan is governed by two Boards of
Directors appointed by the “sponsors” of the Plan –
the largest unions and employers with members in
the Plan. The Police Association of Ontario is one of
14 “sponsors” of the OMERS pension plan.
As a jointly-sponsored plan, employees and employers fund the plan together and govern it together. If you are a member of a police association that is
a member of the PAO, your local executive can contact the PAO directly and share feedback about the
Plan. That feedback helps the PAO work with its representatives on the OMERS Boards.
The PAO’s representative on the OMERS Sponsor’s
Corporation (SC) Board is Dan Axford. Dan is a retired police officer and former president and administrator of the London Police Association, as well as
a past president of the PAO. The Sponsor’s Corporation is the governing body of OMERS that determines plan changes.
The PAO Board of Directors is elected from among
the over 18,000 individual members of Ontario’s
municipal police associations. The PAO Board appointed Dan to the OMERS SC Board in 2015; his term
was most recently renewed in 2020.
OMERS Plan Change Process
On February 25, 2020, the OMERS SC Board met
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OMERS is proposing plan changes, including
a change that will alter the way a future
reduction to indexing could be spread across
OMERS members.
The Police Association of Ontario supports
the proposed changes as they are necessary
to make the Plan more equitable between
current and future members.
For current OMERS members, there will be
no change to pension entitlements related to
service time before 2023.
Entitlements related to service time after
2023 may receive a reduced level of indexing
if the health of the plan is threatened by
a significant negative economic event
sometime in the future.

and decided to:
• Hold a vote on two proposed plan changes in June
2020; and
• Waive their process of plan change confidentiality
in order to share the proposed plan changes with
sponsors and members ahead of usual timelines
The changes that have been proposed are not new.
They have been discussed a number of times in the
past and were considered in depth in 2018.
Upon learning the details of the potential changes,
the PAO convened its Pensions Committee in order to
form a recommendation with regard to the changes.
The PAO Pensions Committee, PAO Board of Directors, and PAO SC Board representative Dan Axford all
support these changes.

Based on our review of the evidence surrounding
the needs of the Plan, our discussions with our representatives, our engagement with other sponsor
unions and stakeholders, and our communications
with OMERS staff and administration, we have concluded that these changes are not only beneficial to
our members, but necessary.
OMERS Proposed Plan Changes
There are two plan changes that OMERS is proposing:
• Non-full-time enrollment: Employees of an
OMERS employer will have the option to join
OMERS regardless of hours worked or salary
earned
• Shared Risk Indexation: Changing the scope of
a future decision to reduce indexation
Currently, workers who are not members of
OMERS due to mandatory enrollment have the option to join OMERS if they work for an OMERS employer and they meet a certain hours-worked and
earnings threshold. The proposal would remove the
hours threshold, giving more non-full-time workers the option to join OMERS.
OMERS pensions increase every year in order to
keep pace with inflation – this is called “indexing”.
Under the current Plan, the SC Board may vote (2/3
majority) to reduce any pension benefit, including
indexing, for service time after the date of the vote.
Under the shared-risk model, the SC Board may, in
the future, vote (2/3 majority) to reduce indexing for
service accrued after January 1, 2023. Any pension
accrued before 2023 will always be indexed at 100%
of the Consumer Price Index.
Why Does OMERS Need Shared-Risk Indexing?
When a pension plan experiences a significant
shock, usually due to external economic factors, its
administrators will consider the following options:
• Make no changes to the Plan and rely on the current framework to return the Plan to health
• Increase contribution rates for employers and employees in order to bring more money into the Plan
• Reduce benefits such as early retirement, survivor
benefits, or adjustments to indexing for members
in order to diminish the Plan’s level of liability
In 2009, OMERS was able to rely primarily on a
long-term increase to contribution levels to recover
from the 2008 financial crisis. This recovery is anticipated to be complete in 2025 and was possible
because room existed to raise contribution levels to

where they remain today and there were enough active members in the plan as compared to retirees to
continue to bring money into the plan.
As of 2019, the Plan operates in a contributionbenefit deficit: there is more money exiting the plan
in the form of benefits than is coming in via contributions. Investment returns are making up the difference. By the year 2035, OMERS will pay out $4
billion more in pension benefits than it gathers in
contributions.
This means that the plan may not be able to rely
on the same strategy in the face of a future economic
crisis as it did in 2009. Therefore, OMERS must now
confront how future Boards will alter the benefit
promise if and when it is forced to do so.
If a future OMERS Board, after assessing the Plan’s
framework and raising contribution rates to a maximum, is forced to make changes to benefits, an adjustment to indexing under a shared risk model would
potentially be preferable to other reductions. Why?
The effect of a reduction in indexing would be spread
over a larger number of members and retirees. This
means that the impact on each individual member is
smaller and would last for a shorter amount of time.
If there is no option to reduce indexing, the decision
to cut benefits will mean a significant reduction in
the value of pensions for members who are working
on the date a crisis hits.
PAO Position on OMERS Proposed Plan Changes
and Next Steps
The PAO Board of Directors endorses the two
OMERS proposed plan changes. They have been
determined to be fair for current and future members of the Plan. We have reviewed and analyzed the
evidence and are confident that there is simply not
enough money generated by contributions to allow
the Plan to withstand a significant economic shock.
Further, as a sponsor of OMERS, the individuals
who have made these proposals and determinations
are directly accountable to the OMERS SC Board, including to the PAO’s appointee. As the fine details of
this proposal are developed, the PAO will have a voice
at the table to ensure that the framework represents
the best possible outcome for police members.
OMERS has published a full guide to the 2020 Plan
Review for plan members and stakeholders. It can
be found on their website at https://omers.com/
Sponsors/2020-Plan-Review d
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The New Boundaries of
Accommodation in Policing
Bill Cole, Chief Administrative Officer, Ottawa Police Association

T

he duty to accommodate persons with disabilities can be controversial. It can be more
so where the core service requires staffing on
a continuous, round-the-clock basis. The police sector adds to this complexity – resources are typically
dispersed, members often work in isolation and, with
substandard staffing practices by police executives,
there is a real sense that a greater volume of work is
being shouldered by fewer members.
While the seeds of today’s notion of human rights
had their origins in the civil rights movements of the
1960’s, it was a series of six cases from the Supreme
Court of Canada – between 1985 and 1999 – that crystalized today’s policies on accommodating persons
with disabilities. It is helpful to reflect on an arbitrator’s comment from the first police accommodation
case I worked on in 2001: she reasoned that it was consistent with society’s goals to change how meaningful work was assigned rather than maintain inflexible
practices that exclude someone from continued employment.
Accepting that accommodation is not always easy,
imagine its complexity on an even narrower core police function – giving evidence in a criminal trial.
There are only a handful of reported cases involving civilian witnesses being released from a subpoena.
Given the frequency of police appearances in trials,
it was inevitable that accommodation issues would
arise. Here is one such example.
Before going further – despite efforts by the defense,
the superior court judge ruled that, given the personal
health information disclosed to the court, the detectives’ identities would be protected. This article complies with that order – what is set out below is found in
the court’s order.
The case involved two detectives working in an Internet Child Exploitation unit in a major police service.
Both were long-service members and had been assigned to the unit for some time, managing numerous
files over the years. Both had solid work performance
records. These members shared responsibilities on
a file that resulted in the arrest of a person who was
ultimately convicted. Like most ICE cases, the facts
12

were particularly difficult and troubling. Whether it
was from this one file, the work within the unit or over
a career in policing, both detectives were diagnosed
with post-traumatic stress disorders (it is worth noting that the expert witness testified that their “triggers” were strongly anchored to ICE work). Both had
serious diagnoses and were in treatment with specialists. At the time of the trial, one member was on worker’s compensation benefits while the other had only
just returned to work in a non-ICE unit.
The crown’s management of the file meant that both
detectives were first contacted only two weeks before
they were to appear – an astonishing 29 months following the arrest. Both detectives immediately advised the crown that they could not appear given the
seriousness of their PTSD conditions – opinions supported by their treating specialists. All was quiet until,
with only a few days before their scheduled appearance, both received subpoenas. They were advised that
if they had concerns, each would have to retain counsel since neither the crown, nor the police service, intended to speak to the court on their behalf. The detectives contacted their Association – this was uncharted
territory for everyone.
The Association carefully considered its role in this
unusual circumstance – was this even within its scope
of responsibilities? There were several key factors that
supported the decision to engage. First, both members were dealing with serious medical conditions and
required accommodation by the employer, the crown
and court. Additionally, that the crown issued subpoenas with only days to go created a near-panic for the
members – the Association mustering its resources
brought much-needed stability. Finally, and perhaps
most significant, that both the crown and the employer said they would not speak to the court about their
disabilities left these members without a reliable voice
in the process. With no precedent in the police sector, it
was clear that neither the crown nor employer wanted
to touch a section 700(2) application. It was clear that
neither applicant would be impartially represented by
the crown or employer.
The Association took the position that there were
accommodation obligations on the Employer. An application was made for reimbursement through the

indemnification clause, and notice was given that
a grievance would follow demanding, among other
things, reimbursement for costs, exemplary and special damages. In the end, the Employer reimbursed the
Association for all its expenses.
Within this brief period, the Association and its
counsel prepared submissions based on section 700(2)
of the Criminal Code, seeking relief from the subpoenas. The Criminal Code provides for:
“700(1) A subpoena shall require the person to whom it
is directed to attend, at a time and place to be stated in the
subpoena, to give evidence and, if required, to bring with
him anything that he has in his possession or under his
control relating to the subject-matter of the proceedings.
700(2) A person who is served with a subpoena issued
under this Part shall attend and shall remain in attendance throughout the proceedings unless he is excused by
the presiding judge, justice or provincial court judge.”
Under 700(2), the trial judge has the power to excuse
a witness – assessing the admissibility of evidence
and the power to protect and control the processes of
the court. In the few cases that consider this section,
the court has held that a witness may be excused due
to health reasons where there is a “significant risk.” In
doing so, courts have required oral evidence from the
doctor(s) treating the witness, protecting the importance of cross-examination. The onus of demonstrating the severity of the health risk is on the party bringing the application and that burden is high. Generally,
a court would prefer to require the examination while
imposing conditions to make the process easier on
the witness. In considering these applications, courts
have historically found that there are stresses on every
witness. The mere fact that a witness will suffer stress,
or even more stress than the average litigant, is not
enough to excuse them from the obligation to give evidence. The threshold is whether there is a “significant
or unnecessary risk to the witness’s health.”
Before the two applications were to be heard, the
crown volunteered several accommodations for the
court to consider. These included a publication ban
on the detectives’ names, permitting the presentation
of evidence from outside the courtroom via closedcircuit television, having a doctor or support-person
present during testimony, allowing the detectives to
set the pace of the evidence, and allowing more leading-questions from the crown. The superior court
judge confirmed these and went further, directing that
the detectives would not have to view pictures or videos or listen to audio recordings.
Given the short period before the evidence was

scheduled, separate applications were made for each
detective under s.700(2). As the evidence of the expert psychologist was being presented, one application was withdrawn. While not an admission that one
detective’s condition was not serious and that the appearance would not set back ongoing health care, it
was determined that a reaction to providing evidence
would not rise to the threshold of “significant risk” to
health.
For the other detective, the potential for personal
impact was quite different and of a far higher potential
for risk to health. Key to the evidence was the expert’s
reliance on a “qualitative risk matrix” that could be
used, reliably, to measure the likelihood of experiencing flashback triggers as well as their potential severity. The matrix is divided into four sections – low
possibility of flashback with low severity; low possibility of flashback with high severity; high possibility of
flashback with low severity and finally high possibility
of flashback with high severity. In this case, the expert
witness located the one detective in the high possibility of flashback with high severity quadrant. His evidence was that the combination of the likelihood and
severity meant this detective presented a very serious
risk of personal harm. It was on this evidence that the
court excused the detective from the subpoena.
There is much for the police profession to learn from
this case. As the first police case in Canada to consider these issues, it confirms the court’s obligation
to attempt to accommodate the officers before relieving them of testimony. It also confirms the necessary threshold to relieve someone from the subpoena,
making clear that the standard is a very high one. This
is important for members, associations and employers. Employers worry about a flood gate of claims by
members arguing that PTSD conditions may be sufficient to relieve them from subpoenas. The court, in
this case, relieved the detective only on the doctor’s
expert evidence that the potential for flashback was
high, and the severity of that experience would be
high. Some discomfort, or even a set-back in recovery,
was not sufficient to satisfy s.700(2).
For the crown, police services and associations,
this case underscores the importance of proper casemanagement and ongoing care for members working
in areas that may expose them to disabling conditions.
Bill Cole is a Senior Research Associate at the Labor and
Worklife Program at Harvard Law School. He has extensive experience in collective bargaining, interest arbitration and organizational development for labour. He is
presently the Chief Administrative Officer with the Ottawa
Police Association. d
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Accountability in the Lives of
First Responders
Dr. Asa Don Brown, Ph.D., C.C.C., D.N.C.C.M., F.A.A.E.T.S.

W

hat is your experience with being accountable? What does it mean to be accountable?
Being accountable means that we are reliant
on the guidance, advice, and inspiration of another. Being accountable typically occurs between two
people rather than a group of people; that being said,
there is no reason that someone could not create an
accountability group. The only hesitation is that an
accountability group may feel less confidential.

How does their partner deal with and manage stress?

The purpose of having an accountability partner is
to encourage active and healthy communication, establish a sounding board, create a relationship that is
reliable and consistent, and personalize opportunities
for growth.

- What was the initial draw?
- Why have they remained?
- What motivates them when critical incidents take a
toll?
- How do they internally manage and make sense of
critical incidents?

What is an Accountability Partner?
An accountability partner is someone who you can
rely on. It may be someone that you have not known
long, but are currently developing a relationship with.
While it may be a new relationship, it is still an individual that you can trust to be honest and forthright
with information. The aim of an accountability partner is to establish a two-way street. Ultimately, an
accountability relationship is devised of two people
sharing and providing constructive feedback in order
to build up both individuals. It is a relationship where
both sides must commit an equal amount of effort in
order to achieve a desired result.
Ideally, accountability partners should meet weekly. Such a relationship helps to create a bond between
team members and provides both individuals with
someone who is safe to go to. Keeping this in mind, accountability partners should not be forced, but rather
be encouraged to grow naturally. You can cultivate the
relationship by encouraging the team to connect with
people of similar interest and ideas.
The fundamental goal of an accountability partner
is to establish a safe place and an internal support system. The partnership should not be a vice to disclose
or relate personal information about another. Ideally,
the accountability partner should take an unwritten
oath of confidentiality. Again, if the partner does not
feel safe, then the purpose of the relationship is null.
The accountability partner should become familiar
with his or her partner. What makes their partner tick?
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The purpose of the relationship should be to forge
a bond between team members. The members should
get to know one another’s personal interests, hobbies, and other elements that make them unique individuals. The partners should get to know what motivates one another. It is important that they know one
another’s motivations for becoming a first responder.

A healthy relationship is about encouraging healthy
communication. Accountability partners should know
how to communicate in a healthy way. It is through
verbal and nonverbal communications that the partners will learn to build one another up. If along the
way you discover that you are not compatible with
your accountability partner, it is of significant importance that you communicate your incompatibility. It’s
perfectly okay not to be compatible. Here again, it is
of the utmost importance that you communicate your
needs.
First Responders and Accountability
Being accountable is somewhat engrained into the
life of a first responder. First responders are well
aware of their professional accountability on the job.
From the first responder’s perspective, accountability
is related to time tagging, tracking, and reporting of
people and resources at the scene of an incident.
On a personal level, first responders are less likely to
have a familiarization with such language. As an “accountability” partner, you are looking at developing
a buddy system. A buddy system is the way in which
a first responder is capable of checking in with his or
her designated partner.
The Benefits of Accountability
The primary benefit of being accountable is knowing that you have someone who you can consistently rely upon. As first responders, having a sounding

board may not always occur in your personal or professional life. Feeling as though your words, thoughts,
and impressions are respected may be an issue. When
an accountability partner is established, you should
discuss the ambition, intent, and the overall purpose
of your relationship. The intent of the accountability
is not to replace a psychotherapy relationship, but it is
to establish a relationship that is mutually beneficial.
The benefits of having an accountability partner are
limitless.
If you are struggling due to your role as a first responder, or in other ways, an accountability partner
should be willing to encourage you to find the appropriate help. It is about improving the overall quality
of life of the first responder. Consistency is key when
developing an accountability relationship.
Establishing Accountability Relationships
Establishing an accountability partner may feel
awkward at first, but think of it from this perspective
– it is like any other informal relationship or friendship. You must first strike up a relationship; then you
must cultivate that relationship; and, in time, you will
create a bond with the other person. Do not feel as
though you are forcing this relationship. Again, there
is nothing wrong with asking someone already in your
personal network. The core feature of an accountability partner should be to support each other and encourage each other beyond the job.
Keep the following in mind when establishing an
accountability relationship:
• An accountability partner should make you aware
when you are taking on too much. As first responders, we are often called upon to do various tasks related to our job, such as taking on additional shifts
or increasing our workload.
• First responders frequently have a difficult time
with burnout and vicarious trauma. It’s important
that you are checking in with your accountability
partner from time-to-time regarding their mental
health.
• Establish and maintain a regular time to meet up
with your accountability partner.
• Be certain that you are actively listening and engaged with your accountability partner.
• Encourage your partner to practice mindfulness
techniques (e.g. breathing, meditation).
• Be diligent that you are having healthy conversations beyond the job.
• Encourage your partner to take breaks and to establish a regular workout routine. Regular exercise,
sleep, and mental health breaks are necessary for
everyone.
• Discourage your partner from participating in the
consumption of alcohol and other mind-altering
drugs to manage stress.
• Encourage your partner to seek professional help if
they are struggling.
• Be the front-line of advice for your partner.

• Consider reading constructive and positive literature together. Reflect upon that literature when you
connect one-on-one.
• Develop a regular assignment or task that you will
accomplish with your accountability partner. For
instance, if you decide to write a reflection on an
event related to being a first responder, then be certain that the task occurs and excuses are avoided.
• The relationship should be a combination of support, guidance, and motivation.
• Be certain that you are both aware and understand
the intent of the relationship. It should be an opportunity to strive for personal and professional
growth.
• Most of all, be an authentic friend.
The real purpose of accountability is to create an
environment that is mutually respectful, inviting and
encouraging. Establishing and maintaining an accountability relationship will occur through consistency. The relationship should allow for an opportunity to air an individual’s grievances, frustrations
and possibly anger. It may be an opportunity to learn
about personal responsibility. Personal responsibility
is often avoided. If I accept personal responsibility, then
I am admitting to my role in this game called life. When
accepted, I have no room for blame or shame, but rather,
the acceptance for my choices.
The accountability is an imperfect but perfect way
to create a line of communication. It is not an error
free relationship and you must be willing to accept
one another’s potential faults. It should be a developing and supportive relationship.
It is not uncommon for first responders to have a
difficult time being open with their personal emotions
and feelings. The job often results in the creation of
walls of protection.
The primary benefit of having an accountability
partner is to establish a relationship that is mutually beneficial. Your partner should encourage you to
strive for your goals, aspirations and personal bucket
list. It should be an opportunity to receive coaching
and training. It is an opportunity for both partners to
learn and to gain new insights into life. Through the
process of accountability, you should be encouraged
to be your best self both on and off the job. It is not
about perfection, but rather reaching for your ultimate potential. Remember that an accountable partner should be a trusted companion who encourages
you to be your ultimate best. Most of all, the accountability relationship should be an opportunity to improve your perspective and worldview.
Dr. Asa Don Brown is an author, speaker, human rights
advocate, professor, and clinical psychologist. He serves
as first responder in New York and he has held university
faculty positions teaching incoming freshmen to those
completing their graduate work. d
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lawyers for trade unions and employees
Tel: 416.968.3333

Fax: 416.968.0325

555 Richmond St. W. • Suite 1200
Toronto • Ontario • M5V 3B1
www.upfhlaw.ca
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2020 Winter Membership Meeting
Hosted by North Bay Police Association

T

he Police Association of Ontario holds two
Membership Meetings per year to bring together the executive leaders of our member police
associations for important discussions surrounding
PAO business, provincial advocacy efforts and policing profession updates on behalf of all sworn and civilian police personnel across Ontario.
Despite the significant amount of snow and temperatures that averaged -25 degrees Celsius before
the windchill during our visit, the North Bay Police
Association (NBPA) hosted an excellent 2020 Winter
Membership Meeting this past January. Thanks especially to NBPA President Aaron Northrup, as well as
local association board members and staff, for all the
work that went into hosting our group.
We were fortunate to have many distinguished
guests and speakers address the congress throughout our two-day meeting. Apparently, Scott is a very
popular name in North Bay, and we were grateful to
have three of the key Scott’s make time in their busy
schedules to bring kind words and encouraging wishes – Police Chief Scott Tod, Councillor Scott Robertson, and Nipissing First Nation Chief Scott MacLeod.
The 2020 Winter Membership Meeting began by addressing a very important topic facing our members
and first responders as a whole – the impact of PTSD
18

on the front-line. The PAO has made it a key organizational priority to do everything in its power to increase awareness, advocate for further resources, and
decrease the stigma surrounding mental health issues
facing our profession. Dr. Nicholas Carleton from the
University of Regina presented to the membership on
the impact of PTSD specifically on front-line police
officers and civilian police services personnel, and
reviewed recent research results that have been published on this issue.
The PAO regularly hears from our member associations about the challenges that can often arise when
assisting their local members with Workplace Safety
and Insurance Board (WSIB) claims, whether it be for
physical or mental health issues. We have been actively meeting with the WSIB to discuss where barriers exist and how we can work together to make the
process more navigable for everyone. One outcome of
those meetings was to have WSIB representatives –
Julie Thurlow, Director, Health Services and Sal Cavaricci, Director of Entitlement and Mental Stress Injuries Program, along with a few others – address the
Winter Membership Meeting delegation about their
prevention programs and navigating the claims process.
The PAO has remained steadfast in our position that
we greatly support the effective, transparent over-

sight of our police personnel members, and it is our
expectation that Special Investigations Unit (SIU) investigations will be handled with similar time-sensitivity and care that we use when conducting police
work. Therefore, we were pleased to have the newlyappointed (as of January 1, 2020) Director of Ontario’s Special Investigations Unit, Mr. Joseph Martino,
attend the meeting to discuss his goals for the SIU’s
future.

delivered thorough and timely reports on the PAO’s
business and advocacy efforts to the delegation, and
members broke off into zone meetings to discuss local issues and bargaining. Finally, nominations were
accepted for PAO Committee vacancies and elected
positions on the Canadian Police Association (CPA)
Board of Directors along with the PAO Board of Directors. Elections, where required, will be held during the
Annual General Meeting (AGM).

PAO President Bruce Chapman, Executive Director Stephen Reid, Policy & Research Counsel Michael
Duffy and Communications Manager Sarah Coulter

The next Fall Membership Meeting and Lobby Day
will be held at the Sheraton Centre Hotel in Toronto
from November 17-19, 2020. d

North Bay Police Association President Aaron Northrup
greets the 2020 Winter Membership Meeting delegates and
is joined on stage by local dignitaries.

Dr. Nicholas Carleton from the University of Regina
discusses the impact of PTSD on front-line police officers
and civilian police services personnel.

PAO President Bruce Chapman addresses meeting
attendees prior to the WSIB panel update.

Mr. Joseph Martino, the newly-appointed (as of January
1, 2020) Director of Ontario’s Special Investigations Unit,
discusses his goals for the SIU’s future.
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29th Annual Police Employment
Conference
Emerging Issues and Legal Developments

E

very year, the Police Association of Ontario is
proud to host this important and unique conference that brings police association and
management leaders from across Canada together in
the same room. Labour relations issues in the police
sector are constantly changing, and this meeting provides an invaluable opportunity to hear multiple perspectives on a number of emerging issues and legal
developments.
Not only are labour relations issues in our profession constantly changing, but the policing landscape
as a whole – within the province and across the country – is continuously evolving. It is for that reason
the incredible amount of collective knowledge and
experience gathered together between speakers and
delegates and the value of this conference cannot be
overstated.
Conference co-chairs Nini Jones with Paliare Roland
Rosenberg Rothstein LLP and Richard Baldwin with
Mathews, Dinsdale & Clark LLP created an engaging
agenda for the 2020 Police Employment Conference
that was reflective of the above-referenced evolution.
From the Comprehensive Ontario Police Services Act,
which is currently in the regulation-drafting phase,
to workplace harassment, to the mental health of Ontario’s police personnel, this meeting left delegates
thoroughly prepared to update their home associations and services on the latest issues that impact
members and the profession as a whole.
We were pleased to welcome the Honourable Sylvia Jones – Ontario’s Solicitor General – to open this
year’s Police Employment Conference. The PAO is
encouraged by the strong working relationship that
has been developed between our organization and the
Solicitor General’s office. We are also greatly appreciative of Minister Jones’ vocal support for police personnel across the province and her regular attendance
at our conferences.
We were also delighted to see many Chiefs of Police,
police service senior management, government offi-

20

cials, police service board chairs and members, First
Nations police officials, and association executives
from across the country in attendance. It is so important for all policing stakeholders to come together
in a setting like this to build relationships not just
as stakeholders, but as partners working together to
provide guidance and speak as a unified voice on behalf of police service professionals. Though the PAO
initiated this conference nearly three decades ago, the
goal has remained the same: to strengthen the lines of
communication between all policing groups.
Over the two-day meeting, a range of topics were
covered that were timely, informative, interactive and
educational:
• WSIB representatives Sal Cavaricci and Julie Thurlow provided an overview of mental stress injury
legislation and WSIB policies, claims decisionmaking and recovery and return-to-work services.
• PAO Policy and Research Counsel Michael Duffy
updated the delegation on the current status of the
Comprehensive Ontario Police Services Act (COPS
Act) and the latest on the regulation-setting process that is underway.
• Joseph Markson with Markson Law Professional
Corporation reviewed many recent and significant
issues in police discipline that affect police associations and employers.
• Anne Cumming, Counsel with Toronto Police Association, and Sonia Regenbogen with Mathews, Dinsdale & Clark LLP discussed the concepts of workplace harassment and workplace hassle-ment, and
the important distinctions between the two.
• The 2020 Police Employment Conference followed
the trend of previous years’ conferences by providing delegates with a year in review of significant
human rights cases delivered by Elizabeth Keenan
with Mathews, Dinsdale & Clark LLP and Jodi Martin
with Paliare Roland Rosenberg Rothstein LLP.
• Nini Jones and Lauren Pearce with Paliare Roland
Rosenberg Rothstein LLP, Paula Knopf with Paula

Knopf Arbitration & Mediation, and Steven Wilson
with Mathews, Dinsdale & Clark LLP led delegates
through highly interactive and engaging exercises
where the audience had an opportunity to take on
the role of the arbitrator tasked with identifying appropriate or inappropriate workplace conduct.
• One of the PAO’s corporate partners, Axon Canada,
spoke about leveraging virtual reality and other innovative technology to improve officer safety and
well-being.
• Glenn Christie with Hicks Morley Hamilton Stewart
Storie LLP provided delegates with an update on labour arbitration and key police-related labour law
decisions from the last year.
• Knowing the limits of management discretion in the
workplace is important, and Josh Phillips with Ursel
Phillips Fellows Hopkinson LLP led this discussion
topic for conference attendees.
• Arbitration - what’s in and what’s out? Seann
McAleese with Miller Thomson LLP, Patrick Nugent
with Nugent Law Office, and Jennifer Richards with

the Treasury Board Secretariat guided 29th Annual
Police Employment Conference attendees through
the answers to arbitration-related questions.
• Sarah Diamond, Legal Counsel with Halton Regional
Police Association, and conference co-chairs Richard Baldwin and Nini Jones reviewed key collective
bargaining trends in the police sector for 2020 and
beyond.
All of the updates on key issues in labour relations
that were presented throughout the conference affect the collective ability of all policing stakeholders
to represent and manage uniform and civilian police
personnel members so they are best positioned for
success in their efforts to uphold and positively impact the public safety of communities across Canada.
We are excited to host the 30th Annual Police Employment Conference in 2021, and look forward to
connecting further with representatives from police
services and associations across the country. d

PAO President Bruce Chapman greets The Honourable
Sylvia Jones, Solicitor General, as she arrives on stage to
deliver remarks.

Joseph Markson (left) updates the delegation on recent issues
in police discipline. He is joined on stage by PAO Policy and
Research Counsel Michael Duffy (second from right), and
Conference Co-Chair Richard Baldwin (second from left) and
Sonia Regenbogen (right) from Mathews, Dinsdale & Clark LLP.

Lauren Pearce (left) and Conference Co-Chair Nini Jones
(second from left) from Paliare Roland Rosenberg Rothstein
LLP, Paula Knopf (second from right), and Steven Wilson
(right) from Mathews, Dinsdale & Clark LLP lead conference
delegates through an interactive arbitration exercise.

A full and engaged room for the 29th Annual Police
Employment Conference.
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PAO

Upcoming Events Calendar
TO BE DETERMINED
Annual General Meeting
Postponed until further notice

OCTOBER 5-6, 2020
Civilian Conference
Location TBD

JUNE 4-5, 2020
Grievance Workshop Part II
The Element Hotel, Vaughan

OCTOBER 28-29, 2020
Media & Public Relations Workshop (New Date)
Springhill Suites, Vaughan

JUNE 25, 2020
PAO Charity Golf Tournament in support of
PTSD services for Ontario’s first responders
Royal Ontario Golf Club, Milton

NOVEMBER 17-19, 2020
Fall Membership Meeting & Lobby Day
Sheraton Centre Hotel, Toronto
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WSIB & CPP
DISABILITY
CLAIM EXPERTS
STANDING STRONG FOR INJURED WORKERS

Personal service, every time.

www.howardmutual.com | 1-866-931-2809 | Ridgetown | Blenheim

We specialize in PTSD claims for
first responders, and represent
clients regarding any claims or
disputes that may arise with the
WSIB, as well as the CPP disability
benefits process.

• INITIAL ENTITLEMENT
• PTSD (Bill 163)
• CHRONIC MENTAL STRESS
• LOSS OF EARNINGS BENEFITS
• HEALTH CARE BENEFITS
• RETURN TO WORK/WORK TRANSITION PLANS
• NON-ECONOMIC LOSS (NEL) BENEFITS

CONTACT US TODAY FOR YOUR FREE CONSULTATION

Tel: 905-544-9273

www.hurtatwork.ca

100 Main Street East, Suite 250, Hamilton, ON. L8N 3W4
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Thank you for supporting the PAO
AMER SPORTS CANADA INC. LEA YOUNG

GUELPH CUTTING TOOLS BRIAN BORTOLON

ROCKFORD FAMILY
RESTAURANT - DEBBIE S

TAR’D + FEATHER’D - HEATHER
RICARD

APOLLO COLOURS NORTH
AMERICA - COLIN HENSON

INDOOR FARMER - ELLA WEST

ROSS PERFORMANCE &
MOTORSPORTS LTD - ROSS
LEMON

THE DOCKS PUB - MEGHAN
BACKSHALL

BRIAN DAVIS JEWELLERY INC CAROLINE DAVIS
CANADIAN TIRE #92 - PIERRE
MARCOTTE
DIVER’S NOOK - TONY AGNELLO
DUNN HEATING & A/C - RICK
DUNN
DURHAM KUBOTA | - WALTER
STEFFLER
FRESHCO - DAVE YOUNG
GALCON MARINE LTD - BONNIE
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INSULTECH INSTALLATION
PRODUCTS - ARNOLD SANTOS
KPN GROUP INC - PARMINDER
JOHAL
MCLEOD’S AUTO SERVICE DENNIS MCLEOD
MILLENIUM COMPUTER
MAINTENANCE INC - GORD
STITT
NELBI CONSTRUCTION LTD
- NELSON HENIQUES NELBI
CONSTRUCTION LTD

RUBY’S COOKHOUSE - ROSE
FRAGISKATOS
SHOPPERS DRUG MART #693 JAMES HERNANE
SHOPPERS DRUG MART #1317 CARRIE JOYNER
ST. FRANCIS OF ASSISSI PARISH
HALL - LJUBO LEBO
STAR AUTO GLASS - RENA
ROSSI

THE TREASURE NOOK - SANDY
PEPPER
W D MOODY CONCRETE LTD
WASTE CONNECTIONS OF
CANADA - HENRI HUNEAULT
WEIR BROS HEATING &
COOLING LTD - GEORGE WEIR
ZILTENER HEATING PLUS-ZHP WALTER ZILTENER

THANK YOU FOR

SUPPORTING

OUR ADVERTISERS

ISSUE 76 PAO MAGAZINE

25

26

If the world were
made of glass,
would it change
your state of mind?

State Window Corporation offers complete design, engineering,
manufacturing and installation of custom window wall systems.

Proud sponsor of The Police Association of Ontario

220 Hunter’s Valley Rd, Vaughan, ON L4H 3V9 |

SW 36957 Police Association Sponsorship Ad FPG May 2018.indd 1

statewindowcorp.com

2018-05-28 1:56 PM
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Your retirement... tomorrow?
According to several studies, more than one in two
Canadians must retire before their anticipated date.
An unplanned retirement, totally unexpected and
a source of anxiety.
There is no “one-size-fits-all” solution in retirement
planning, but there are a number of strategies that
I can help to ensure retirement remains seamless
and efficient.

Jamie Bennett

Investment Advisor
Tel.: 705-446-0255
jamie.bennett@nbc.ca
108 Hurontario St. Collingwood, Ontario
National Bank Financial – Wealth Management (NBFWM) is a division of National
Bank Financial Inc. (NBF), as well as a trademark owned by National Bank of Canada
(NBC) that is used under licence by NBF. NBF is a member of the Investment Industry
Regulatory Organization of Canada (IIROC) and the Canadian Investor Protection
Fund (CIPF), and is a wholly-owned subsidiary of NBC, a public company listed on the
Toronto Stock Exchange (TSX: NA).

www.currychevrolet.ca
Serving the
Haliburton Highlands
since 1923
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2129
2129 Armstrong,
Armstrong, Sudbury,
Sudbury, ON
ON P3E
P3E 4W2
4W2

Tel:
Tel: (705)
(705) 522-4113
522-4113 Fax:
Fax: (705)
(705) 522-3038
522-3038

EMail:
EMail: basco@eastlink.ca
basco@eastlink.ca

MIKE MORRIS, Owner / Operator
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WELCOME TO
A BETTER MORTGAGE EXPERIENCE
Let Us Be Your Advisor and Dare to Compare!
Quick Approvals* From Our Professional Staff
Flexible Payment Options to Accommodate Your Budget
Quick Access to Extra Funds Whenever You Need It Within Our
CreditMaster Mortgage
*OAC. Rate subject to change and guaranteed for up to 120 days. Applies to new mortgages, and transfers-in from qualifying
financial institution. Conditions apply to reward pricing.

YOU DON'T HAVE TO WAIT.
CONTACT US TODAY
FOR MORTGAGE SOLUTIONS.
Invite your colleagues, friends and family members to join
The Credit Union and you'll get special REWARDS for every
referral that results in a new membership being opened!

$50

REFERRAL
REWARDS
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Ontario Lakeside Family Fun
all year! Visit us online or call
1.800.461.0243 for details.

BAY V I E W W I L DWO O D . c o m
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En

%
OFF
CHEMICALS & ACCESSORIES!
LONDON
1112 Dearness Dr. Unit 16
226-919-8220

WATERLOO REGIONAL POLICE

KITCHENER
935 Frederick Street, Unit 4
226-240-0114
800-818-1855
w ww . a r c t i c s p a s k i t c h e n e r . c a

PLUS SAVE THOUSANDS ON ANY NEW ARCTIC SPA®!
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Real People.
Real Solutions.
At guard.me, we believe in the
power of international education
to support a better world. Our
team treats students with the
respect, dignity and care they
deserve, all while offering
culturally sensitive, innovative
programs and solutions.
Get to know us and see the
difference guard.me makes.

impact@guard.me

guard.me Team Member: Kambiz (Admin.)

INNOVATION WHEN IT MATTERS.
COMPASSION WHERE IT COUNTS.
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The most comfor table
duty belt in the world

4 ERGONOMIC advantages over
any other duty belt in the world:

1 •No rubbing on upper hip bones
2 •No pulling on lower back
3 •No pinching the sciatic nerve
4 •No squeezing off blood flow to lower legs
Sold only in sets ie: (INNER AND
OUTER BELT)

100% ERGONOMIC
STRETCH

Made in Canada

www.hi-tec.qc.ca

service@hi-tec.qc.ca

