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(N municipal, provincial and federal government officials (especially lawyers and others
concerned with conditions of public service employment and the administration of
human rights legislation);

(8) academics and others with expertise in employment and labour relations law.

From these interviews, much was learned about the policies and practices, not only of the
police forces represented but also of other police forces in Canada. Time and other constraints
precluded surveying a statistically representative sample. The object was to discover, as best we
could within these constraints, what is the current range of attitudes, policies and practices with
respect to the control and regulation of off-duty conduct of police and other public sector and private
sector employees in Canada at present.

We are grateful to all those who assisted with our research in this way. Unfortunately,
protection of the confidentiality of some of the information provided to us, as well as the privacy
of officers involved in some of the cases we reviewed, precludes us not only from identifying
publicly those who did assist us, but also from citing, as freely as we would have wished, the sources
of much of the information we obtained. We regret that considerations of space have precluded us
from referring specifically to much of the vast amount of information which was provided to us by
these various sources. It has, however, greatly assisted our analysis.

REGULATION AND CONTROL OF OFF-DUTY EMPLOYEE CONDUCT: SOME
GENERAL PRINCIPLES

In general, the extent to which an employer can legitimately seek to regulate the off-duty
conduct of employees, and take action in response to breaches of such regulations, depends upon
anumber of factors. Ifemployecs are not unionized, the employer will be governed by the principles
of the common law of master and servant (employment and labour relations law) developed by the
courts over the years, as well as the provisions of specific statutory enactments which impinge on
the employment relationship. With respect to the private sector, statutory provisions are almost never
concerned with off-duty employee conduct. Such matters are not infrequently covered, however, by
statutory provisions governing public sector employment (such as those in public service acts,
municipal acts, election acts (re off-duty political activities, etc.)).

Where employees are unionized, the extent to which, and the circumstances under which,
the employer can regulate employee conduct and discipline employees will usually be defined or
constrained to a greater or lesser extent by the terms of a collective agreement. Such terms will
normally prevail over the more general principles of the common law, because they are treated as
the expression of the common will of the employer and the employees in the bargaining unit. They
may often be interpreted and applied, however, in light of common law principles, thus allowing the
common law to influence negotiated terms of employment indirectly.
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THE DISTINCTION BETWEEN EXTRA-DUTY AND OFF-DUTY EMPLOYMENT

Another distinction which has to be understood in the context of the regulation and control
of off-duty police conduct is that between off-duty and so-called extra-duty employment (sometimes
also referred to as special-pay duty or call-out duty).

In every jurisdiction which we visited, provisions were made in force regulations or policies
for such extra-duty employment. Such employment occurs when some member of the public
(usually a private corporation) enters into an agreement with the police force for the provision of
special police services for a fee. Obvious examples would be a sports stadium which contracts for
the services of police officers to provide extra protection and order maintenance during a sporting
event, or a jewelry store which contracts to have a police officer stand outside its premises during
the hours in which it is open to the public. Such arrangements are almost always subject to the
approval of the chief of police (although the logistics of assigning particular officers to these tasks
are sometimes left, under the terms of a collective agreement. to a police association or union), and
are governed by a standard form of agreement. Services under such agreements are generally
provided by officers who are not scheduled to be on shift (i.e. who would otherwise be off duty) at
the times for which the services are required, and collective agreements frequently include formulas
for determining which officers will have priority with respect to the right to be offered such
assignments. The standard agreements also usually specify the rates of pay which officers who are
assigned to these duties are to receive. Such rates are typically negotiated with the police association
or union, and are usually the equivalent of overtime pay rates. Usually, the person contracting for
extra-duty services pays the officers directly for their services although, in some forces, the officers
are paid by the force which then recovers the appropriate amount from the person contracting for
the services.

There is variation among forces as to what kind of extra-duty assignments will be permitted.
The general rule, however, seems to be that extra-duty assignments can only involve the kind of
work which would be contemplated for officers on regular duty (keeping the peace, enforcing the
law where appropriate, etc.). In some forces, there is no clear policy as to what kind of extra-duty
assignments will be permitted; this decision is left to the discretion of the chief of police. There
appears to be a growing trend, however, towards the adoption of formal written policies in this area.
Indeed, the Nova Scotia Police Acf” now requires all municipal police boards in that jurisdiction
to establish written policies respecting both extra-duty and off-duty employment of the members of
their forces, and specifies some minimum content for such policies. Some of the policies which have
been established under this provision, however, do not seem to reflect a clear understanding of the
difference between extra-duty and off-duty employment.

The important point about such extra-duty employment for the purposes of this paper,
however, is that although officers who are off duty are assigned to extra-duty employment, while

parforming such tasks they are regarded as being fully on duty and subject to all the same rules and

regulations as apply when they are engaged in their regular duties. This typically includes the
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requirement to be in uniform unless the force specifically permits them to be in civilian clothes, and
to be under the supervision and orders of superior officers.

These characteristics of extra-duty employment are well reflected in the NS Police Act,
which provides that:

21(1) Every [municipal police] board shall establish a written policy respecting
extra-duty employment by members of its police force and the policy shall

(a)  define extra-duty employment;

(b)  provide that requests for a member of the police force to be employed
on extra duty be made to the chief officer;

(c) require that a member of the police force engaged in extra~-duty
employment shall wear his uniform except where the chief officer
determines that plain clothes are required;

(d) require that at all times while on extra duty the member of the policy
force is under the orders of the police force and no one else.”

Extra-duty employment is thus, theoretically at least, in sharp contrast to true off-duty
employment, in which police officers, while off duty, perform services pursuant to private
arrangements with employers other than their police forces, which arrangements are not made
through their police forces. They remain off duty at all times while engaged in such employment.
Unlike the situation with extra-duty employment, therefore, the police force and police governing
authority are not liable for any wrongdoings committed in connection with such off-duty
employment unless they purport to exercise their authority as peace officers (as discussed above).

As we note below, true off-duty employment of police officers is the subject of some
regulation (and in some instances outright prohibition) by most police forces.

Because officers undertaking extra-duty work are generally considered to be on duty, we do
not consider these activities further in the paper. Reiss' exploratory study of this subject in the
United States, however, provides a good starting point for anyone interested in this area.”

INSTRUMENTS FOR THE REGULATION OF OFF-DUTY POLICE OFFICER CONDUCT

As noted earlier, in virtually all jurisdictions in Canada, police officer conduct is the subject
of regulation through provisions of primary or subordinate legislation setting out codes of discipline,
codes of conduct or codes of ethics. In most jurisdictions, such codes are enacted as part of a Police
Act (as was, for instance, the case under Part [ of the old RCMP Act*®) or (more commonly) as part
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Two alternatives to disciplinary action which are at least potentially available to some forces
in some cases are those of medical discharge and so-called administrative release. The former may
be available where off-duty conduct involves serious alcoholism or other substance abuse, the latter
where off-duty conduct has led to criminal convictions resulting in incarceration or the loss of
driving privileges. The argument here would be that whether or not the off-duty conduct constituted
a disciplinary offence, the conduct or its consequences are such as to render the officer unfit or
unable to perform his or her duties, and therefore liable to dismissal. In the case where an officer has
been sentenced to a period of incarceration as a result of off-duty conduct, an argument might also
be made that this constitutes an effective abandonment of his or her position of employment, again
justifying termination.

While we are aware of attempts in other areas of public employment to adopt these
alternative responses to problematic off-duty conduct,”” we discovered no cases in which police
organizations had attempted such alternatives. Indeed while administrative release is contemplated
in legislation covering other public servants, it does not appear to be contemplated as an option
(other than for probationary constables) in most legislation governing police organizations. The
somewhat enigmatic subsection 37(2) of the Alberta Police Act, which provides that:

(2)  Notwithstanding the provisions of a collective agreement, the [municipal
police] commission may terminate the services of a police officer for reasons
other than disciplinary reasons.™

is a notable exception. We have not been able to ascertain, however, whether, or to what extent, this
provision might have application to the control of, or response to, off-duty police officer conduct
in Alberta.

Another, more limited exception appears to be provided for in paragraph 4(3)(c) of the
Regulations under the NS Police Act, which is discussed further.”” Medical discharge, on the other
hand, is provided for in some police regulations.'” Because this is the subject of another Discussion
Paper published by the RCMP External Review Committee,*' it will not be considered in this paper.

A notable and important trend in recent years, however, is the development of employee
assistance and peer group counselling programs which have begun to play an increasingly important
role in police forces' responses to certain kinds of off-duty conduct problems, notably alcohol, drug
and stress-related problems.”” The health orientation of such approaches has certainly not replaced
disciplinary approaches. We were, however, told of a number of cases in which either disciplinary
action was delayed to give officers a chance to sort out their off-duty problems with medical or
counselling assistance, or disciplinary penalties were suspended on condition that the officer
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service of the police force,”

Under such a regulation, it was up to the police governing authority (the board or council) to decide
whether to lay down policy guidelines for the chief in this matter, or leave it entirely to the chief's

discretion.

As noted earlier, the NS Police Act now requires all municipal police governing authorities
in that province to promulgate policies concerning off-duty employment of their members. It also

provides that:

3)

The chief officer shall determine whether employment is extra-duty
employment or off-duty employment, and whether a particular kind of off-
duty employment is permitted or prohibited within the off-duty police
guidelines.”™

The Nova Scotia Police Commission has drafted a model policy in this area (as well as a
model policy concerning extra-duty employment) for the guidance of municipal police governing
authorities. The model policy on off-duty employment reads:

Off-duty employment means all non-police related work performed by off-duty
members of a municipal police department.

A member of a municipal police department may not undertake to perform any off-
duty work, for remuneration or otherwise, which is likely to bring discredit upon the
police force, nor perform such off-duty work which is likely to interfere with the
efficient performance of his duties as a police officer.

A member shall not be involved in fund raising, solicitation activities, contract or
work for any person for remuneration by any member of the public, that may bring
discreditto the force or otherwise place the member in violation of any section of the
Code of Conduct and Discipline as set out in part 2 of the Regulations made pursuant
to the Police Act.

A member of a municipal police force shall not engage in the service of civil
documents nor work as a private investigator or private guard or engage in the
business of providing private investigators or private guards for hire, either within
or outside of the municipality for which he is employed.

A member of a municipal police force shall not wear any article of uniform while
engaged in off-duty employment.™

We were provided with copies of many of the policies on off-duty employment which municipal
police governing authorities had promulgated under section 21 of the Police Act. Most, but not all,
followed closely the Nova Scotia Police Commission's model policy set out above, thus ensuring
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87.1

(i)

(ii)
(iii)
(iv)

(v)

(vi)
(vii)
(viii)
(ix)
(x)
(xi)
(xii)
(xiii)

87.2

(i)
(ii)

(1ii)

87.3.
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A member will not invest in any of the following businesses or ventures or
accept part-time employment in any of the following occupations:

bill collector;

skip tracer;

watchman, security guard, or other security work;

taxi or limousine driver, or the owner or operator of a taxi service or
limousine service;

owner, operator or employee in an establishment in which alcohol is
consumed;

owner, operator, or employee in an establishment in which gambling occurs;
insurance adjuster or investigator;

private investigator;

escort, or an employee of an escort agency;

process server;

armored car driver or guard;

body guard;

any occupation which requires a member to be armed.

A member may invest in a business or venture not listed in Section 87.1 and
may accept part-time employment in an occupation not listed in Section 87.1
providing the following conditions are met:

the member's effectiveness as a peace officer will not be adversely affected;
participation in the business or other venture or part-time employment, will
not create a conflict of interest with the member's duties as a peace officer;
and

the business or venture, or part-time employment, will not be demeaning to
the member's position as a peace officer or to the Service.

Prior to investing in a business venture or accepting part-time employment
to which s. 87.2 applies, a member must apply for and receive permission to
do so from the Chief of Police. Applications must be in writing and include
the name and address of the employer, or owner of the business, and the
duties and responsibilities the member will be expected to fulfill.
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Another explanation which is often difficult to refute is that an officer is associating with
criminals in order to obtain information or cultivate an informant. Since this involves a claim that
the officer is engaged in police work, however, it can be overcome with respect to further
associations through the expedient of an order to the officer not to pursue such lines of inquiry. Such
superior orders have been judicially recognized as lawful®. If the officer then continues the
association, a charge of insubordination can be laid.

(6) IMPROPER DISCLOSURE OF POLICE INFORMATION

In all Canadian jurisdictions, the improper disclosure of police information is a disciplinary
offence. While addressed in codes of discipline under categories such as improper disclosure of
information, breach of confidence or confidentiality, prohibition of such behaviour is also specified
in standing orders concerning the release of news and information and in departmental media
relations policies.

One of the most comprehensive statements concerning improper disclosure of police
information is found in Alberta's Municipal Police Disciplinary Regulations, which define "breach
of confidence" as follows:

(i) divulges any matter which it is his duty to keep secret, or

(ii)  gives notice, directly or indirectly, to any person against whom any warrant
or summons has been or is about to be issued, except in the lawful execution
of such warrant or service of such summons, or

(iii)  without proper authorization from a superior officer or in contravention of
any rules of the police force of which he is a member communicates to the
news media or to any unauthorized person any matter connected with the
police force, or

(iv)  without proper authorization from a superior officer shows to any person not
a member of the police force or any unauthorized member of the force any
book or written or printed paper, document or report that is the property of
or in the custody of the police force, or

B6

While certainly not as comprehensive as the one outlined above, most provisions prohibit
the oral or written disclosure of confidential information to the public, press, radio, television or to
an unauthorized person.

A few explicitly prohibit the inspection of or access to any confidential information by
unauthorized persons. In one case we came across during our study, a young officer was charged
and convicted of "disgraceful conduct” for taking a girlfriend into the police station while he was
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to discuss policing matters with community members whenever the opportunity arises, and
regardless of whether they happen to be on or off duty at the time. While unauthorized disclosure
of such information will, of course, still be an offence, the scope of authorization seems likely to
change in favour of greater openness. Definitions of what constitutes improper or prejudicial
disclosure may well have to change too.

Within the rest of the public service, and in the private sector, there are no common standards
in this area, since the restrictiveness of information policies varies enormously in both sectors,
depending on the nature of the enterprise concerned. One important difference is that the public
sector, including the police, is now regulated in most jurisdictions by so-called "freedom of
information" legislation, which also contains provisions restricting the release of information which
could jeopardize individual privacy. As far as we have been able to tell, however, this legislation
does not differentially affect off-duty, as opposed to on-duty, conduct of public servants.

(7) PUBLIC CRITICISM OF THE POLICE, CRIMINAL JUSTICE SYSTEM, ETC.

Closely related to the issue of improper disclosure is that of public criticism by an officer of
the police force, or of other aspects of, or functionaries within, the criminal justice system. Most
police discipline codes include provisions which either explicitly or implicitly make such public
criticisms a disciplinary offence. For example, Alberta's Municipal Police Disciplinary Regulations
include the following in the definition of the offence of "breach of confidence":

signs or circulates a petition or statement in respect to a matter concerning the police
force, except through the proper official channel or correspondence or established
grievance procedures,"’

Cases in which attempts have been made to discipline police officers for publicly criticizing
their departments when off duty have been rare, and rarely successful. In one case, which achieved
considerable public notoriety, a police officer was charged with discreditable conduct when, despite
warnings from his supervisor not to do so, he appeared in public in a rock band wearing his police
uniform. When he complained to the press about what he perceived to be the unfairness of the
disciplinary process, this was treated by the force as a further offence of discreditable conduct.
Although he was initially convicted, he appealed the decision, and the case was eventually settled,
the officer receiving a substantial cash payment in return for resigning.

In another case, an officer wrote to a newspaper; the letter was published and contained
strong criticism of a member of a commission of inquiry which was investigating an incident
involving the officer's police force. His rank and his association with the force appeared at the
bottom of the letter. He apparently
received an informal verbal reprimand for this, and wrote a second letter to the newspaper
explaining that his first letter had been written in his personal capacity, rather than as a member of
the police force.

Critics of such provisions may argue that they represent a violation of fundamental freedom
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supra, note 36.
See, for example, BC Police Act, supra, note 32, s. 49.

See, for example, Alberta Police Act, supra, note 15, sub. 43(1); NS Police Act, supra, note
27, sub. 23(1); Ontario Police Services Act, supra, note 20, s.75.

Mumicipal Police Disciplinary Regulations, Alta Reg. 179/74, as am. Municipal Police
Disciplinary Amendment Regulation, Alta Reg. 79/78, para 17(a). See now Police Service
Regulation, Alta Reg. 356/90, para. 5(2)(e).

(1983), 11 L.A.C. (3d) 53 (Bruce) [hereinafier Iron Ore].

Supra, note 39, para. 4(3)(c).

Ibid., para. 5(1)(j).

Trumbley and Pugh v. Metropolitan Toronto Police, [1987] 2 S.C.R. 577, 45 D.L.R. (4th)
318.

R v. Wigglesworth, [1987] 2 S.C.R. 541, 45 D.L.R. (4th) 235.

0.C. 467-87, s. 5 2nd para. [hereinafter SO code of ethics]. There is no similar provision
under the new Code of ethics of Québec police officers, O.C. 920-90 [hereinafter Québec
Code].

Fedoriuk v. Commissioner of the RCMP, [1989] 2 F.C. 400, 54 D.L.R. (4th) 168 (C.A.).
Stenning, supra, note 19.

Supra, note 40, s, 62.

Public Service Act, R.S.0. 1980, c. 428, s.12.

Re Mahlberg and Ferguson et al. (1983), 44 O.R. (2d) 239, 3 D.L.R. (4th) 755 (Div. Ct.).
Municipal Act, R.S.0. 1980, c. 302.

Supra, note 20, s. 46.

Supra, note 57, s. 21. There is no similar provision under the Québec Code, supra, note 57.

"Policemen allowed to run for county board of education” The [Toronto] Globe and Mail,
23 October 1980.
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It is important to note that this guide also applies when the RCMP is the organization acting as host. It is
critical that all RCMP sponsored events and their respective budgets conform to Treasury Board policy
and RCMP procedures and guidelines and be approved before any funds are dispersed.

Case Study 1: Accepting gifts

Bob, the NCO in charge of a drug squad, is asked to dine with a local
pharmacist to discuss work issues and the pharmacist insists on paying for
Bob’s meal. Should Bob accept the meal?

Factors to consider:

e What is the reason for the free meal?

e Is Bob in a position to influence any decision affecting the company or
organization?

e How does it make Bob feel?

e How would Bob's peers, colleagues, and the general public react if they
knew?

e Will Bob's integrity and his objectivity be compromised or perceived to
be compromised by accepting the gift?

Suggested Solution:

The Conflict of Interest and Post Employment Code states that acceptance of
gifts, hospitality or other benefits that could influence, or be perceived to have
influenced, employees in their judgement and performance of their official
duties and responsibilities is not permitted.

Depending on the reason for the invitation, alternative avenues should be
explored which would achieve the same results. For example! a one-on-one
discussion can help promote better communications and understanding
therefore a meeting at the office, parties paying for their own meal and
declining the dinner may be the option. If you are in doubt or unclear as to the
appropriate course of action, don't accept the gift or contact your immediate
supervisor.

Secondary Employment — Outside Activities

Employees must seek approval from a supervisor prior to engaging in any outside activity (including
secondary employment) which is likely to give rise to a real, potential or apparent conflict of interest. It
is an employee’s responsibility to report any outside activity that is directly or indirectly related to the

http:/ /www.rcmp-grc.gc.cafeth/broch-eng.htm Page 3 of 6
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employee’s duties.

Members should not accept remuneration from any government department, agency, or Crown
corporation without permission as per section 55 of the RCMP Regulations.

All employees must arrange their personal affairs in a manner that ensures they are able to meet their
obligations to the RCMP, including, where applicable, emergency duties.

Post-Employment Guidelines

Employees must not take improper advantage of their work experience and/or position after leaving the
Force. Restrictions on post-employment may apply, especially in the time period immediately following
departure from the Force. (For more information, see Conflict of Interest and Post-Employment Code for
the Public Service)

Use of RCMP (Government of Canada) Equipment

The unauthorized personal use of RCMP equipment is prohibited. This applies to such items as
computers and vehicles. Authorized personal use of vehicles is subject to current “personal use” in the
Income Tax Act and Treasury Board Circular 1987-34: Executive Vehicles.

Use of the RCMP Name and Image

The RCMP image enjoys world-wide recognition as a primary symbol of Canada and as such it is often
assumed that this image is in the public domain and can be used without restriction. This is not the
case. Use of the RCMP image is in fact strictly regulated pursuant to provisions in the Trade-marks Act ,
Copyright Act and the RCMP Act .

The RCMP name and a series of RCMP images are also protected from unauthorized use by virtue of
their designation as "“Official mark” pursuant to paragraph 9(1)(n) of the Trade-marks Act . No person
may use these “Official marks” without the consent of the RCMP. Contact Public Affairs and Information
Directorate for more information.

RCMP Sponsorship Program

Since the genesis of the RCMP national sponsorship program in the early 1990s, the issue of ethics and
conflict of interest have been at the very core of its strategic development and implementation.
Beginning in 1995, the RCMP sponsorship guidelines and toolkit were developed to include sections on
ethics, conflict of interest and rigorous and transparent financial accounting.

When pursuing a sponsorship agreement it is essential that all arrangements are developed on a firm
foundation of ethics and a strong integrity-based approach. The policy centre for guidance on procedures
and risk management assessment mechanism is Strategic Partnerships and Heritage Branch, Public
Affairs and Information Directorate, at National Headquarters. Staff will be able to directly help
individuals seeking advice and will guide them to toolkits developed to inform them on ways to proceed.

Protection of Information

RCMP employees will take all necessary steps to protect third party proprietary information, In
compliance with the spirit and intent of the Access to Information Act .

http:/ /www.remp-gre.ge.cajeth/broch-eng.htm Page 4 of 6















Palice work at second jobs | Sarnia Observer 1y 29#2014.}TTI

Bradley sald the service receives few complaints about the secondary duties. But the city %
does get negative feedback aboul firefighters who take on exira work, and there is no
requirement to report, Bradley said.

"It's always been more controversial,” he said.
sjeffords@theobserver.ca

For breaking news go to theobserver.ca, or check us out on Facebook and Twitter.

hitp:/ /www.theobserver.ca/2011/05/05/police-work-at-second-jobs Page 2 of 3
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Questions and Answers:

Q:

A:

What additional support services does the OPP provide to
municipalities?

The OPP provides many programs and services to municipalities
including:
o Child Exploitation Investigations
Tactics and Rescue Unit
Aviation Services
Drug Enforcement
Emergency Response Team
Major Case Management
Technical Traffic Collision Investigation
Snowmobile, ATV, Vessel Enforcement (SAVE)
Underwater Search and Recovery
e-Crime Investigations

O0CO0O0O0O0OO0CO0O0

Why do some municipalities policed by the OPP with similar
geographies and populations have different staffing complements
and budgets?

Because municipalities are different in other important ways, for example:

Municipality A: with a population of 5,000; a retirement community with
a lower number of calls for service; fewer violent incidents; likely fewer
high schools and licensed establishments due to the mean age of the
community.

Municipality B: with a population of 5,000; an industrial community with a
high number of calls for service; larger number of schools; licensed
establishments and a higher number of violent and property crime
occurrences given the demographics of the community. Municipality B
also has transient residents and an influx of people working in industry
which increases response requirements for Calls for Service.

Conclusion: Municipality B will need more staffing and resources than
Municipality A to address workload requirements. Another example would
be a summer resort community where the population significantly
increases on the weekends, requiring more capacity in the OPP response.

2013 Cost-Recovary Formula Update
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Police Adequacy and Effectiveness Standards
Regulation under the Police Services Act

Explanation:

The Police Adequacy and Effectiveness Standards Regulation (Adequacy
Standards) helps ensure the effective delivery of policing services. It was
filed as O.Reg. 3/99 on January 8, 1999.

The regulation was part of the government's overall strategy to provide
Police Services Boards and police services the structure and tools they
needed to ensure adequacy and effectiveness. All police services were to
be in compliance by January 1, 2001,

Additionally, the regulation required all Police Services Boards to develop
a plan, setting out the steps needed to be taken by the board and the
police service in order to meet the requirements of the regulation.

The Adequacy Standards regulation content is high level and outcome
oriented. It provides flexibility in implementation, including service delivery
i.e., contracting with another police service or organization, or providing
crime prevention initiatives on a regional or cooperative basis.

The primary focus of the Adequacy Standards regulation is on what police
services do, and not how they should do it. Overall, it is designed to
address areas of provincial interest, improve the overall management, and
ensures that all Ontarians receive core police services.

“Adequate and Effective Policing Services”

Explanation:

Section 4 PSA sets the responsibility for providing adequate and effective police
services with the municipality. The PSA requires:

Delivery of adequate and effective police services in accordance with local
needs,
Municipalities are to provide necessary administration and infrastructure to
support adequate and effective police services;
Five core police services are to be delivered:
o Crime prevention;
Law enforcement;
Victim assistance;
Public order maintenance; and
Emergency response services.

0O 00O
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Administration and Infrastructure

« In providing adequate and effective police services, a municipality, through
a Section 10 contract or by default a Section 5 relationship with the OPP is
responsible for providing all the infrastructure and administration
necessary for providing such services including: vehicles, boats,
equipment, communication devices, buildings and supplies.

« One of the objectives in developing the Adequacy Standards was to
highlight the importance of police business planning and local
accountability.

* As such, the regulation requires that every Police Services Board have
policies and procedures in place regarding a number of functions/services.

* The regulation stipulates that every police service must prepare a
business plan at least every three years to address:

o The objectives, core business and functions of the police service;
o Quantitative and qualitative performance objectives and indicators
relating to the provision of: community-based crime prevention
initiatives, community patrol and criminal investigative services,

community satisfaction with police services, emergency calls for
service, violent crime, property crime, youth crime and clearance
rates, victim assistance and road safety;

o Information and technology;

o Resource planning; and

o Poalice facilities.

* Annually, the OPP detachment commander is required to prepare a report
for the board relating to the activities of the police service during the
previous fiscal year.

« The OPP's business plan program ensures compliance with Adequacy
Standards. Detachments seek input from their local Police Services
Boards and communities to ensure local priorities are captured in
detachment commitments.

« If a municipality contracts services under Section 10 of the PSA, the OPP
becomes the service provider and ultimately overall authority is delegated
to the OPP Commissioner.

« The regulation also requires every Police Services Board to enter into a
protocol with its municipal council, have a skills development and learning
plan; develop procedures for the investigation of complaints; and
implement a quality assurance process relating to the delivery of adequate
and effective police services, as well as compliance with the PSA and its
regulations.

2013 Cosi-Recovary Formuia Update






In addition, every police service must have procedures addressing the
circumstances in which a public order unit may be deployed.

The regulation further requires that every police service have procedures
on police action at labour disputes.

Emergency Response Services

The regulation requires that every police service have access within a
reasonable response time to the following emergency response services:

Tactical unit;

Hostage rescue team;

Major incident commander;

Crisis negotiator;

Police explosive forced entry technician; and
Explosive disposal technician.

OO0 0QCO0O0O0

A minimum of 12 full-time tactical officers, including the tactical supervisor,
have to be in a tactical unit or hostage rescue team.

With regard to explosive disposal, a police service may also enter into an
agreement with the Canadian Armed Forces or another organization to
have these services delivered.

Summary

Section § PSA outlines the options by which a municipality can meet its
obligation to provide police services — one of these is by entering into an
agreement under Section 10 to have police services provided by the OPP.
If a municipality fails to provide police services, then the OPP is obligated
under the PSA to provide services to the municipality to ensure the
Adequacy Standards are met.

The OPP provides an array of assurance services to all levels within the
organization, corporately, regionally and at detachment level to ensure
compliance with Adequacy Standards and OPP/Ministry policies, and to
establish a culture of continuous improvement within the OPP.

12
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Policeman charged in stolen-car conspiracy - The Toronto Star Archive 2/7/2014,

Policeman charged in stolen-car conspiracy

[FIN Edition]

Toronto Star - Toronto, Ont.

Date: Dec 7, 1989
Start Page: A0
Section: NEWS

Document Text

An Ontario Provincial Police officer with 21 years' service has been charged with conspiracy, fraud and five counts of
attempted fraud involving kickbacks in a stolen car and construction equipment scam.

Constable George E. Kleinsteiber, 40, who works in the Toronto OPP stolen-auto unit, was charged yesterday.

Superintendent Bob Guay said the charges came after police investigated a private investigation firm that recovered an
unusually large number of stolen vehicles, worth about $800,000.

Fifteen insurance firms in Ontario were charged finder's fees totalling about $50,000 after recoveries of stolen
equipment and vehicles in the Bolton, Coboconk and Alliston areas last summer, he said.

Private investigation firms were tipped off to where stolen vehicles were being kept before police officially recovered
them.

The firms would then tell insurance companies that they could find cars for a fee, enabling the insurance companies to
pick up cars and later resell themn, recouping some of the money they had already paid out to the owner.

Also charged with conspiracy to defraud, five counts of attempted fraud and one count of fraud are Brian Malcolm
Sartorelli, 34, of Barrie, owner and president of Simcoe Investigations, and private investigator Brenda Joyce Money,
30, of Barrie.

Timothy Hugh Sexton, 29, of Crillia, a licensed private investigator, is charged with conspiracy to defraud and two
counts of attempted fraud.

Pool hall raid nets 16
on gambling charges

Sixteen people were arrested on gambling charges yesterday after police raided a pool hall called Shooters at Wilson
Ave, and Keele St.

Metro police said the place operated as a betting house and brought in about $30,000 a week.

It used a roof-mounted television dish with a descrambler to show horse races live, they said. People could place bets,
watch telecasts of races in Maryland and Pennsylvania and collect winnings at track odds.

Betting slips and equipment were seized along with an undisclosed amount of money, a television descrambler and
football pool betting slips.

Charged with keeping a common betting house, engaging in bookmaking, engaging in betting and recording bets are
Mario laccino, 35, of Maple, and Antonio Bernardini, 47, of North York.

Robbery suspects
face new charges

Two men charged in the beating and robbery of an elderly man have been charged with robbing an 89-year-old
disabled woman in her downtown Toronto home.

Police said two men got into the woman's house Saturday afternoon, put a knife to her throat and demanded money
and slapped her repeatedly in the face.

http:/ / pgasb.pgarchiver.com/thestar/doc/436087015. htmI?FMT=FTRFMT...=&startpage=&desc=Policeman+ charged +in+stolen-car+conspiracy&pf=1 Page 1 of 2
























Jim Van Allen — Curriculum Vitae

Personal Profile

President — Behavioral Science Solutions Group Inc., Orillia, Ontario, Canada
Threat Assessment Analyst

Member of Canadian Association of Threat Assessment Professionals

Certified Profiler — International Criminal Investigative Analysis Fellowship Inc.
Behavioral investigative advisor to justice agencies across North America

Experience

Has prepared threat assessments and intervention strategies for private and public sector
incidents with a potential for violence

Experienced in a broad range of cases involving: workplace violence, stalking, domestic
violence, school violence. threats against public figures and politicians, sexual misconduct,
abduction and extortion

Developed successful personality based forensic interview strategies that helped to
conclude many high profile and difficult investigations

Experienced analyst of anonymous written and electronic communications

Has testified as an expert at all levels of the Ontario Court of Justice on stalking,
workplace violence, Psychopathy, crime reconstruction and sexual misconduct

Achievements

Graduate — FBI National Academy, Quantico, Virginia

Certification - International Criminal Investigative Analysis Fellowship

Completed numerous senior and advanced courses in threat assessment, dynamics of
crime, applied criminal psychology, crimes of interpersonal violence, and behavioral
analysis at venues across North America

Has trained and mentored twenty-four criminal profilers from Ontario, other Canadian
provinces, Georgia, South Carolina, Virginia, Texas, Florida, California, and Australia
Has lectured internationally in United States, The Netherlands, and Belgium on Threat
Assessment, evaluation and intervention of workplace violence, and dangerous individuals
and their pathways to violence

Guest lecturer,University of Toronto, Laurentian University, Trent University
Contributor to The Psychology of Criminal [nvestigations — The Search for the Truth

Contributor to The Canadian Lawyer's Guide to The Law of Criminal Harassment and
Stalking

Related Career History

October 2008 - President — Behavioral Science Solutions Group Inc.

June

1995 - Manager, Criminal Profiling Unit, Ontario Provincial Police

January 1992 - Criminal Investigative Supervisor — Ontario Provincial Police
September 1986 - Area Crime Supervisor — Ontario Provincial Police

May

1979 - Appointed — Ontario Provincial Police




























The Program

This program is a continuation of the Initial Criminal Investiga-
tive Analysis Course and relates to many types of violent crimi-
nal behavior. However, the Initial course is NOT a prerequisite
to this program. Due to the many variables associated with
violent offenders, this course covers crtical areas of targeted
violence, examines WHY people commit them and offers both
methods and strategies that can be used to assess their po-
tential for viclence as well as manage and reduce the risks that
they pose.

Following a violent incident, we too ofien learn that there were
threats and/or behaviors that, had we been more attentive to
them, would have signaled violent intentions. “Why didn’t we
see it coming?” That is the question the media asks after
every high profile violent event. Within law enforcement there
Is a need to recognize and understand the indicators of immi-
nent violence. And, just as important, are those skills cne must
possess if they are to intervene and diffuse violent situations
successfully,

Unless they have had risk assessment training, there are risk
factors of potential violence that even law enforcement person-
nel can easily overlook. Many times we hear comments such
as, "He just snapped" or, "l thought he was joking.” Behavioral
cues and comments made PRIOR to a violent event prove that
people don't “just snap.” Threats are often made by desper-
ate people with a grievance, And these people—as well as
the risk they pose to others—can often be evaluated and
reduced IF you know what to look for.

To accomplish this objective you will first become acquainted
with the importance of identifying risk factors and the imple-
mentation of threat management strategies and safety plans to
protact the public. You will then delve deeply into the minds of
violent crime offenders to learn the difference between individu-
als who are merely venting and those who pose a bona fide
threat. You will also be acquainted with—and then shown how
to use—a variety of risk assessment instruments and pro-
cesses that will help you differentiate one from the other.

The topics presented in this program will examine the observ-
able behaviors that provide an opportunity to assess a person's
commitment to harm another person or group in our schools,
at work or in other public places. Additional segments will focus
on stalking and domestic terrorism as it relates to the “lone
wolf" personality.

This one week (38 hour) “hands-on" program will show you
the importance of being proactive rather than reactive when
dealing with potentially violent situations. You will learn the
traits of offenders who resort to threatening, stalking and
other violent behaviors and what to expect from the orga-
nized or disorganized personalities of these individuals.

This course will also provide you with the behavioral charac-
teristics and markers of those individuals planning targeted
vioclence, both inside and outside the workplace. These red
flags will be beneficial in conducting risk assessments of po-
tentially violent situations. Protective factors that inhibit violence
will also be covered with risk assessment.

Regardless of your previous experience with targeted
violence, this course is for you. You can always do your
job better when you apply fresh ideas and techniques.
We've made sure our seminars give you exactly what
you nead to put you at your peak!

2
This is an Essential Course for:

= Crime and Intelligence Analysts

* Violent Crime Investigators

* School Resource Officers

= Patrol Officers and Detectives

« Critical Incident and EMS Personnel

= Community Policing officers

« Law Enforcement Administrators and Managers
= School Administrators and Security Personnel

* Human Resource Personnel

* Hostage Negotiators

Here's What You Will Learn

This course will provide you with an Introduction to a broad
range of techniques you can use to recognize the signals of an
impending act of targeted violence. We'll demystify essential
professional skills involving:

Operational Issues
= Answering the Big Question: Do People Just Snap?

+ What do Threats Really Say and Mean?
= Threat Assessment Tools and Methods
« Make it Stop! The Inhibitors to Violence

« Behavioral Red Flags—How to Recognize Important
Behavioral Characteristics of Targeted Crime Offenders

+ Personalities and the Links to Violence
+ Delving into the World and Mind of the Psychopath

* Understanding Risk Factors Associated with Mental
lliness and Violence

« Stalking and Personal Safety
« School Violence

« These Made Headline News! High-Profile School and
University Shootings—Can They be Prevented?

= The Unique Dynamics and Characteristics of the "Lone
Wolf”

* Workplace Violence and Domestic Violence in the
Workplace

« Disgruntled Employees and the Risks They Pose

« When the Situation Becomes Criticall How to Terminate
Employees and When and How to Do It!

+ Diffusing Anger and Dealing with Difficult People—
Understanding and Managing The Threats and Risks
They Pose

« Written Threats—How to Evaluate Anonymous Lefters
and Emails

» Victims of Violence: The Loss of Control Over Their Lives
« Understanding Sexual Misconduct and Violence
« Evaluating the Dangerousness of Extremists

* Threat Management Teams and Violence Management
Strategies

« And much, much more!



The Hands-On Assessment Process

This hands-on, learn-by-doing program will show you how to
assess written and oral threats to individuals and groups.
Through the use of lectures, video presentations and case stud-
ies you will leamn effective metheds of distinguishing between
low and high-risk situations. Class exercises will give you the
opportunity to analyze a variety of threats commonly seen within
the workplace, schools and stalking incidents. This format of
instruction will facilitate interactive participation and provide you
a sense of confidence when evaluating violent threats.

About Our Assessing Threats of
Targeted Violence Programs

Law enforcement officials send their sworn officers and civilian
personnel to our courses because of our actual experience in
evaluating risk and our proven ability to provide high-quality,
performance-oriented training. Class exercises are based on
real-world crime problems law enforcement personnel con-
front each day. As such, students return to their agencies with
not only the knowledge of what they should de, but, more im-
portantly, how they should do it. Skills are developed by instruc-
tors who are intimately familiar with the use of criminal investi-
gative analysis and threat assessment techniques, and by the
students' use of our comprehensive, easy-to-understand
course materials.

These elements contribute o the continued popularity of our
Criminal Investigative Analysis: Assessing Threats of Targeted
Violence training programs. Our success, however, comes from
our achievement of one impartant goal: We furn Theory Into
Practice.™

What Others Say
About Qur Training

"An infernationally experienced criminal investigator, Detective
Sergeant Jim Van Allen's presentation style and ability to ex-
plain difficult concepts in a simple and famnifiar fashion are a
perfect match for discussing such an imposing topic as Crimi-
nal Behavioral Profiling. | must confess, Jim Van Allen remains
my personal favorile guest speaker bar none.”

Dr. Dax Urbszat, B.Sc.,LL.B.,, M.A,, Ph.D.
Former Acting Director, Forensic Science Program
University of Toronto (UTM)

“Jim's forthright style of instruction distilled complex concepts
into straightforward, comman sense approaches that were easily
understandable. His unique sense of humor lent fo establish-
ing & fun and collaborative working environment too.”

Cpl. Kim Bruce
Royal Canadian Mounted Police

“Mr. Van Allen is one of only a handful of accredited Criminal

Investigative Analysts in the world. He tailars his training to the

needs of his students and, more importantly, is able to convey

information in a way that is easily assimilated. | have no hesita-
tion recommending Mr. Van Allen as a trainer.”

Dr. Gerard Labuschagne

South African Police Service
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About The Alpha Group

The Alpha Group is comprised of professional speakers, train-
ers, and researchers who provide their expertise and practical
experience to criminal justice, public safety and victim service
organizations. The organization is recognized internationally
for its ability to provide training in crime and intelligence analy-
sis, criminal investigative analysis, threats of violence, state-
ment analysis, homeland security and terrorism analysis, and
other such unique areas of law enforcement.

About Your Trainer

Jim Van Allen is one of only 75 certified police profilers in the
world. His training consisted of an intensive three year program
which included reviews of thousands of cases and over 60
specialized crime topics taught by internationally recognized
experts in the field of violent
crime and sexual deviancy
research.

Prior to his full-ime teaching
and consulting on active risk
assessment cases, Jim
served 31.5 years with The
Ontario Provincial Police and
for 15 years was the Man-
ager of the Criminal Profiling
Unit. During his career Jim
has assisted on an esti-
mated 815 homicide, stalk-
ing and serial arson investi-
gations and numerous serial
sexual assault cases as
well.

Jim has prepared threat assessments and threat manage-
ment strategies for domestic violence, stalking, school viclence,
workplace violence, extremism, extortion, high risk sex offend-
ers, the mentally ill, and threats towards justice officials, celeb-
rities, public officials, private citizens and corporations.

One of the more notable assignments of Mr. Van Allen's career
involved the assistance he provided to the Canadian and US
investigation of a series of abortion physician shootings, in-
cluding the murder of Dr. Bernard Slepian in New York State.

Other notable assignments include numerous sexual serial
homicide investigations and high profile child abduction and
murder cases. Additionally, many of Mr. Van Allen's cases have
received national attention through the broadcasts of the Dis-
covery Channel, Exhibit A, Forensic Factor and the 72 Hour:
True Crime television series. Jim has also served as a media
commentator in relation to several high profile cases including
the Colorado Theatre Massacre, the Montreal Dismemberment
YouTube Homicide, and a serial homicide in Winnipeg Manitoba.

In recognition of his expertise, Mr. Van Allen was invited fo par-
ticipate in an extensive study on school violence sponsored by
the US Dept. of Justice. He also joined with the FBI's Profiling
Unit at the National Center for the Analysis of Violent Crime and
collaborated with nationally recognized threat analysis experts
to analyze 18 US fatal school shootings.

Jim Van Allen currently consults on criminal investigations and
threat assessments and instructs on interviewing and forensic
crime analysis to law enforcement officers and civilian person-
nel throughout the United States and Canada. He has also
lectured in The Netherlands, Belgium and South Africa.
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Donald Best

1200, promenade Vanier
Ottawa (Onitario)
K1AORZ

QMR FILE ~ NOTAE REFERENCE
12-005262 ‘
YOUR FILE - VOTAE REFERENGE

coPY

December 21, 2012

Re: Unauthorized/ lllegal access to CPIC and internal police data

Dear Mr, Best,

Thark you for your letter with referance to the potential misuse of, and unauthorized access to the CPIC

system,

As your allegation is within the jurisdiction of the Ontario Provincial Police (OPP), your letter has been
forwarded to their Communication Technology Support Bureau, under which the administration of the

CPIC systern within the OPP falls.

1 trust that you will soon be contacted by a Team Leader from this area.

Kind regards,

P. M, Dionne, C/Superintendent
Director General, CPI Centre

Ce: K. Lohnes,
OPP CPIC Audit

A National Police Service of lhe Royal Canadian Mounted Police

Un service natloral de police de & Gendannerie royale du Canada

Canada

FAX - TELEC.: (813) 993-2044
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FAX1o:  613-825-0377 RCMP Commissioner fax - 0%5 Mo

CONMMISSAIRE
Commissioner Bob Paulson I—- !

RCMP National Headquarters

Headquarters Bullding

73 Leikin Drive

Ottawa ON K1AOR2

From: Donald Best January 16, 2013

Fax:

Mobile: I
Mailing Address:

RE: Unauthorized / illegal access to CPIC & internal police data

Dear Commissioner Paulson,

On December 10, 2012 | faxed a letter to you reporting illegal / unauthorized
access to CPIC, Ontario Ministry of Transport and other internal police data.
(Attached)

To date over a month later | have not been contacted by your officers.

As the RCMP must be interested in someone selling confidential information from
police computers | can only presume that the report went astray during the
Christmas season.

Yours truly,

Donald Best
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FAX to: 613-825-0377 RCMP Commissioner fax
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Commissioner Bob Paulson

RCMP National Headquarters Headquarters Building
73 Leikin Drive
Ottawa ON K1A0R2

From: Donald Best
January 16, 2013
Mobile:

valing Adiress

RE: Unauthorized / illegal access to CPIC & internal police data

Dear Commissioner Paulson,

| just received a voice mail from the OPP Professional Standards, Inspector
Keamns, so please disregard my fax earlier today.

Yours truly,

Donald Best
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Read: Jim Van Allen

From Jim Van Allen <behaviouralsolutions@gmail.com>
To orilliaservice <orilliaservice@hushmail.com>

Sent Saturday, February 8, 2014 at 12:36 PM

Your message
To: behaviouralsolutions@gmail.com
Subject: Jim Van Allen
Sent: 08/02/2014 7:53 AM

was read on 08/02/2014 9:35 AM.

Jim Van Allen

From orilliaservice <orilliaservice@hushmail.com>

To behaviouralsolutions <behaviouralsolutions@gmail.com>
Sent Saturday, February 8, 2014 at 10:53 AM

Jim Van Allen
Director,
Behavioural Science Solutions Group Inc.

Dear Mr. Van Allen,

Attached please find a Summons To Witness for you as issued by the Court of Appeal
for Ontario.

YOU ARE REQUIRED TO ATTEND, on Wednesday, February 19th, 2014 at 2:30pm, at
the office of Simcoe Court Reporting 134 Collier Street, Barrie, ON L4M 1H4, for
Examination out of court as witness before hearing

YOU ARE REQUIRED TO BRING WITH YOU and produce at the examination the
documents and things as indicated in the summons.

IF YOU FAIL TO ATTEND OR REMAIN UNTIL THE END OF THIS EXAMINATION,
YOU MAY BE COMPELLED TO ATTEND AT YOUR OWN EXPNSE AND YOU MAY
BE FOUND IN CONTEMPT OF COURT.

This summons was issued at the request of, and inquires may be directed to:
Paul Slansky - Barrister and Solicitor

1062 College Street Lower Level

Toronto, Ontario M6H 1A9

Tel: (416) 536-1220
Fax:(416) 536-8842
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</ Behavioural Science Selutions Group Inc.

A Behavioural Analysis & Threat Management Company

P.O. Box 3101, Stn LCD, Langley, BC, V3A 4R3
Telephone (604) 626-9572 Fax (604) 371-1649

8 February 2014

Paul Slanksy — Barrister and Selicitor
1062 College Street Lower Level
Toronto, Ontario

M6H 1A9

RE: Summons to Witness — Jim Van Allen
Att: Mr. Paul Slansky
Dear Sir:

Further to our telephone conversation on 8 February 2014, pleased by advised that |
relocated to Langley, British Columbia in May of 2011.

Physical appearance at the Barrie Court (as specified in the Summons) would require
considerable travel and related expenses. 1 request your consideration of other options to
complete this examination.

Please be adviscd that I can be contacted at telephone # 604-626-9572, or be email address:
behaviouralsolutions@gmail.com

I will not be able 1o produce a copy of my Corporate Minute Book that is currently in the
possession of my lawyer pending a government application process.

Sincerely,

/

Jim Van Allen


















Donald Best (Appellant) v. Richard Ivan Cox. et al. (Kingsland .
Estates 1 td, P%‘Eiwatgmousecgopersﬁast wd ALY Court File No. C57123

- (Respondents)

COURT OF APPEAL FOR ONTARIO

PROCEEDING COMMENCED IN BARRIE

AFFIDAVIT OF CHE CLAIRE

Paul Slansky
Barrister and Solicitor
1062 College Street, Lower Level
Toronto, Ontario
M6H 1A9

Tel: (416) 536-1220
Fax (416) 536-8842
LSUC #259981

Counsel for the Applicant/Appellant
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