PEEL POLICE SERVICES BOARD
PUBLIC AGENDA
FRIDAY AUGUST 21, 2020 AT 10:00 A.M.
VIRTUAL MEETING

ROLL CALL
DECLARATIONS OF CONFLICT/PECUNIARY INTEREST
APPROVAL OF MINUTES
1. Minutes of the Board Meeting held Friday, June 26, 2020.
Recommendation:
That the Minutes of the Board Meeting held Friday, June 26, 2020 be
adopted as read.
BOARD MEMBER QUESTIONS and/or ANNOUNCEMENTS
DEPUTATIONS
2. Deputation from Stop Police Profiling Group received for the August 21, 2020
Board Meeting.
Recommendation:
That the deputations be received.

PRESENTATIONS
3. Diversity, Equity and Inclusion Strategy – Ms. Saleha Khan, Manager of Diversity
and Inclusion, Peel Regional Police and Mr. Michael Bach, CEO, Canadian Centre
for Diversity and Inclusion (CCDI) will present to the Board the Diversity, Equity and
Inclusion Strategy.
Recommendation:
That the presentation be received.
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4. Peel Regional Police Service Delivery Review – Initiatives Roadmap - Report
dated August 7, 2020 from Chief N. Duraiappah providing the Board with the results
of the Peel Regional Police efficiency review conducted by Price Waterhouse
Coopers (PWC).
Chief N. Duraiappah and Mr. Charles Payette of PWC will present to the Board the
findings of the efficiency review.
Recommendation:
That the report be received;
And further, that the presentation be received.
NEW BUSINESS
5. Purchasing – Provision of a Body Worn Camera Solution/Digital
Evidence Management System (DEMS) for Peel Regional Police (2020517N) – Direct Negotiation – Report dated August 04, 2020 from Deputy
Chief N. Duraiappah, providing the Board with a report on the
recommendation that Peel Regional Police be approved to enter direct
negotiation with Axon Enterprises Inc.
Recommendation:
THAT Peel Regional Police be approved to enter into a direct
negotiation with Axon Enterprises Inc., for the provision of a Body
Worn Camera Solution/Digital Evidence Management System
(Document 2020-517N), in the estimated amount of $1.8 million per year
for the initial term of 5 years;
AND FURTHER THAT, authority be granted to renew the contract for
optional terns as required based on satisfactory service, performance,
pricing and approved budget for additional hardware, ongoing
maintenance, support and additional licenses for the lifecycle of the
solution.
6. Forthcoming Partnership Agreement Between the Ontario Human
Rights Commission (OHRC) and Peel Regional Police – Report dated
August 18, 2020 from Chief N. Duraiappah providing the Board with an
overview of the development of a partnership agreement with the OHRC.
Recommendation:
That the information be received.

ADJOURNMENT OF PUBLIC MEETING
IN CAMERA SESSION

01-08-20
PEEL POLICE SERVICES BOARD
PUBLIC MINUTES
FRIDAY JUNE 26, 2020 AT 10:00 A.M.
VIRTUAL MEETING

The Public meeting of the Regional Municipality of Peel Police Service Board
commenced at 10:15 a.m.
ROLL CALL
Members Present: R. Chatha, Chair
A. Attia, Vice Chair
N. Iannicca
P. Brown
B. Crombie
A. Boughton
L. Howell
Others Present:

N. Duraiappah, Chief, Peel Regional Police
M. Andrews, Deputy Chief, Operations Support Services
N. Milinovich, Deputy Chief, Investigative Services
A. Odoardi, Deputy Chief, Innovation and Technology
R. Patrick, Deputy Chief, Corporate Services
S. McKenna, Staff Superintendent
B. Mullins, Associate Administrator
C. L. Holmes, Director Finance
S. Wilmot, Legal Counsel to the Chief
R. Serpe, Executive Director to the Board
L. Perkins, Board Manager
R. Vana, A/Executive Assistant

DECLARATIONS OF CONFLICT/PECUNIARY INTEREST - NIL
CHIEF’S UPDATE
Chair Duraiappah acknowledged that his leadership team and the Board have been in
constant contact in the last several weeks as many factors are affecting the community
both internationally and locally. Chief Duraiappah acknowledged that this has been a
difficult time for members of the public, the local community, and the racialized
communities that have been specifically affected. Chief Duraiappah also acknowledged
that it has affected the members of Peel Regional Police.
Chief Duraiappah advised that there have been significant consultations with various
stakeholders in the community to address the issues Peel Region is facing faced. Chief
Duraiappah acknowledged the recent appointments of our new Deputy Chiefs, and
almost 50 other promotions for Senior Officers.
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In June, the new reorganization chart will be put in place for the entire service, which
institutionalized the footprint of some of the themes such as a more modernized
approach to community policing as well as using innovation and technology to serve the
community better.
Chief Duraiappah stated that there are immediate pressures requiring immediate action,
and the Police members need to be supported for the service delivery and to be
sensitive to the needs of the community. Chief Duraiappah reiterated his commitment to
the public and will be issuing a road map shortly which will encompass the Community
Safety and Well Being Model and the institution of a Community Safety and Well-being
Bureau and Branch. Other projects which are also running are the Training and
Development Program which is going to be a fulsome element to weave in the CCDI
and EDI outcomes, as well as work on vulnerable populations such as intimate partner
violence and a heavy gang response strategy.
Chief Duraiappah also addressed the defunding of police movement as there are many
heartfelt deputations before the Board. Chief Duraiappah advised that the focus is on
the way forward, oriented to systems that are bringing this organization and community
a route rooted in community safety well-being where other areas such as risk mitigation
prevention and social development are the focus. Chief Duraiappah advised that there
are still public safety issues that the organization is responsible for that require the
members of the organization in a real complex environment. As such, Chief advised
they are continually evolving how they respond to certain services. Chief also
acknowledged that if there are opportunities for other systems and agencies to relieve
some of the pressures from police, the organization fully supports and advocates for
these changes.

APPROVAL OF MINUTES
1. Minutes of the Board Meeting held Friday, May 29, 2020.
Resolution:
That the Minutes of the Board Meeting held Friday, May 29, 2020 be
adopted as read.
Moved by:
Seconded by:

A. Boughton
N. Iannicca

CARRIED

01-06-20

BOARD MEMBER QUESTIONS and/or ANNOUNCEMENTS
A. Attia provided the following statement:
“Three days ago, I attended the funeral for Mr. Ejaz Choudhry. I sat in the front lines
and I witnessed so much pain that was not just reflective of the loss of his life but
growing hurt and disappointment from many residents of Peel. His wife and four
children, the youngest who is a 7-year-old boy, lost their father. His nephews Hashim
and Hassan and their extended family lost a loved uncle.
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I want to express the board’s deepest condolences to the Choudhry family, the family of
D’Andre Campbell for the tragic loss of his life and the communities grieving along with
them as we all are.
To our police service members, I know that when harrowing and tragic events like these
take place, it impacts every one of you. You wake up every morning committed to serve
and protect the families and communities in Peel. And each day you go home to your
own families who are part of these communities. We recognise the hard work and
tremendous responsibility you carry with you everyday and we are grateful for your
dedication.
I believe we are in a broader moment that demands of us to think about better
approaches to policing. We must not only do better for the families who have lost their
loved ones. But for our children. Since this board was appointed, we, along with Chief
Nish, have viewed and embraced our mandate as one of pushing for and championing
progress.
I understand why there is anger and pain felt by the Choudhry and Campbell families
and the public from these tragic deaths that have highlighted issues that our board has
long been exploring. I would like to thank the public, and all those who have been
advocating and supportive of our mandate. Your voices are being heard and our board
will continue the work we began last year.”

N. Iannicca advised that at the Regional Council meeting, the Chief presented and held
a discussion at addressing the fundamental issues regarding the future of policing.
N. Iannicca advised how both the Chief and Nancy Polsinelli, CAO, spoke about the
initiative surrounding Community Safety and Well-being, and wellness programs that
are being implemented, while also addressing Canadian Mental Health (CAMH) and
housing issues. N. Iannicca acknowledged that the Board hears and sees the
community concerns and is on the way to implement better ways of completing the job.
N. Iannicca also paid tribute to the late Police Chief Douglas Burroughs who served for
the Region of Peel from 1974 to 1987, as well as to honor the 3100 members of the
service who carry out all the best principles, and are doing their best to listen and learn
and adapt, while being dedicated to the community. N. Iannicca also extended his
condolences to those who have lost their lives, and those that have been affected
during these troubling times.
B. Crombie mentioned that the unprecedented times today have exposed some fault
lines and severe inequities in the community and as a result the community is in pain. B.
Crombie acknowledged the Black Lives Matter Movement in Canada and the GTA, and
that everyone is trying to respond in the best way possible. B. Crombie addressed that
the consultations with the Black community really assists to heal and listen in order to
obtain guidance on how to move forward, particularly on the issue of body-worn
cameras. B. Crombie extended her condolences to the Choudry family, and to the
community in Malton.
B. Crombie advised as soon as the SIU investigation is completed, answers will be
provided to the family and the community to help better understand what happened. B.
Crombie stated she and the Board have great confidence in the Chief and his team who
are looking towards reform and the willingness to embrace change.
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B. Crombie acknowledged she has received numerous letters from the public asking to
defund the police and while there will be fulsome discussions, the direction should be
reforming policing and allowing health care and wellness issues to be responded to be
the professional groups. B. Crombie also extended her condolences to the Ciasullo
family who lost a mother and three children in a terrible car accident in Brampton, and to
the Campbell family who is awaiting the results of the SIU investigation.
R. Chatha advised he attended the vigil for the Ciasullo family to pay his condolences
on behalf of the Board. R. Chatha thanked the front-line officers who attended the
scene of the unfortunate accident. R. Chatha also advised that a meeting was held last
week to discuss the challenges and day to day issues the community faces, especially
related to traffic issues.
P. Brown acknowledged the in Canada, we face issues of systemic racism and we must
look at the systemic barriers and the institutions we have to help such as the Inclusion
and Diversity Audit to provide willingness and change, in order to adapt new
technologies.
P. Brown advised that due to the amount of mental health calls PRP receive, policing
need to be looked at through a different lens. P. Brown stated that in Ontario, there is
more money spent on Mental Health than ever before, it is evident that the police
service needs more support to provide them with the proper tools in order to respond
more efficiently to Mental Health calls. B. Crombie advised that we should looks even
closer and perhaps having a more appropriate entity responding to these calls, rather
than the police.
Chief N. Duraiappah advised that under the Mental Health Act and under Legislation,
the police are the only entity that can connect the individual to the hospital. Chief
advised they are doing their best to respond in the best way possible, and the
partnership with CAMH is great, but more advocacy needs to happen to help expand it.
A. Boughton acknowledges the community’s frustration as to the length of time required
for the community to receive answers from SIU Investigations. A. Boughton stated that
the Board and the Chief do not have control over the SIU Investigations.
L. Howell acknowledged the recent victims, and paid respect to those grieving the
deaths of the recently lost loved ones. L. Howell addressed his support for the Chief and
advised that there needs to be more focus on de-tasking and not de-funding. L. Howell
advised that more Mental Health workers will be useful, but at the same time there are
situations where having mental health care workers only attend can be very dangerous.
B. Crombie advised that the Choudry family is looking for a public inquiry and asked the
Chief how long the SIU investigation would take, and if a Coroner’s inquest is an option.
Chief N. Duraiappah advised that the investigation is with the SIU and it is an
independent investigation. Chief advised that a Coroner’s Inquest usually occurs when
there has been an In Custody Death, which does not necessary fit the nature of this
situation. Chief advised that in the absence of information, the community is filled with
doubt, but all we can do is wait until the SIU releases the information.
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S. Wilmot advised that virtually all circumstances where there's a fatality either in
custody or where a police officer was involved and there would be a Coroner's inquest,
the process would be delayed significantly.
S. Wilmot advised that typically the SIU would run the investigation and if any charges
come out of it, the inquest would be held off pending the conclusion of any of those
charge, which ca take quite some time. S. Wilmot also advised that if the SIU concludes
with no charges, a final report would be issued and at that point the Coroner would
announce the decision to do an inquest and would expect there's a public interest here
to have a public inquest which would answer many of the family's and public’s
questions. S. Wilmot advised that an inquest is probably the appropriate forum in this
case whereas inquiries tend to look at broader systemic issues.
S. Wilmot suggested that in this case an inquest would be aimed at answering the
questions of the community and the family surrounding the incident and PRP would
participate in such an inquest and make recommendations to best handle situations like
this in the future. This would be the mandate of an inquest.
B. Crombie asked how long the SIU investigations typically run, to which S. Wilmot
responded that generally it takes several months up to a year, dependant on a case by
case basis.

DEPUTATIONS
2. Deputations received for the June 26, 2020 Board Meeting were
considered by the Board.
R. Chatha stated that due to the large number of deputations received and as
all are related to objections to body-worn cameras and that the police budget
should be reduced (defunding), all deputations are included on the agenda
and in addition posted on the Board website. R. Chatha, on behalf of the
Board, thanked the individuals who took the time to submit their deputation
and stated that all have been read and “heard”.
A. Attia thanked all community members who submitted the deputations. A.
Attia advised that this Board is very focused the community, and this
feedback comes at a great time, as it assists to see all point of views in order
to make the right decisions going forward. A. Attia advised the deputations
resonated with him, and it was all important information that will be
considered moving forward.
Resolution:
That the deputations be received.
Moved by:
Seconded by:

A. Boughton
A. Attia

CARRIED

02-06-20
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PRESENTATIONS - NIL
NEW BUSINESS
CONSENT AGENDA
Item #6 and Item # 8 were moved from Consent to Other New Business for
discussion.
3. 2020 Current, Capital & Reserve Financial Report - First Triannual – The
Board considered a report dated June 05, 2020 from Deputy Chief R. Patrick,
Corporate Services Command, provided the Board with status on the 2020
budget. Note: The Police Services Board’s Finance, Audit & Risk
Committee reviewed and received the report and recommended that the
report be forwarded to the Board for information.
Resolution:
That the information be received.
Moved by:
Seconded by:

A. Boughton
L. Howell

CARRIED

03-06-20

4. 2019 Annual Procurement Activity Report - The Board considered a report
dated June 08 2020, Deputy Chief R. Patrick, Corporate Services Command,
provided the Board procurement activity for 2019. Note: The Police Services
Board’s Finance, Audit & Risk Committee reviewed and received the report
and recommended that the report be forwarded to the Board for information.
Resolution:
That the information be received.
Moved by:
Seconded by:

A. Boughton
L. Howell

CARRIED

04-06-20
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5. 2019 Peel Police Services Board Community Support and Recognition
Fund – The Board considered a report dated May 11, 2020 from R. Serpe,
Executive Director, Peel Police Services Board, provided the Board with the
draft Audit Report and 2019 Peel Police Services Board Community Support
and Recognition Fund financial statements.
Resolution:
That the draft Audit Report and 2019 Peel Police Services Board
Community Support and Recognition Fund Financial Statements
prepared by Calvin G. Vickery, Chartered Accountant, Professional
Corporation be received;
And further that, the Executive Director of the Peel Police Services
Board sign the Statement of Financial Position and Auditor
Communication and return to Business Support for further processing.
Moved by:
Seconded by:

A. Boughton
L. Howell

CARRIED

05-06-20

7. 2019 Corporate Risk Management Annual Public Report - The Board
considered a report dated April 14, 2020 from Chief N. Duraiappah provided
the Board with annual risk management report on Civil Actions, Investigative
Support Bureau, Police Services Act Discipline Offenses, Public Complaint,
Suspect Apprehensions and Use of Force.
Resolution:
That the information be received.
Moved by:
Seconded by:

A. Boughton
L. Howell

CARRIED

07-06-20
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B) OTHER NEW BUSINESS:
6. 2019 Persons at Risk Annual Report – The Board considered a report
dated May 29, 2020, from Deputy Chief N. Milinovich, Investigative &
Emergency Services Command, provided the Board with a consolidated
annual overview of Child Abuse and Neglect, Elder and Vulnerable Abuse,
Domestic Violence, Youth Crime and Internet Child Exploitation in Peel
Region.

Deputy Chief Milinovich advised that intimate partner incidents and charges
increased significantly in 2019. Deputy Chief Milinovich advised that an
increased in 2020 is unfortunately expected as well due to the forced home
isolation with COVID-19. Deputy Chief Milinovich also advised that within our
Internet Child Exploitation Unit, there has also been a substantial increase in
the number of images and reports received. In response to these increases,
enhanced training is occurring and the implementation of technological
updates in order to be able to assess more data. Deputy Chief Odoardi
advised that Guns and Gangs is also an issue which requires attention to be
able to address the emergency and crisis situations as well as helping
prevent them from occurring.
L. Howell asked what the decline in youth crime might have been. Deputy
Chief Odoardi advised that his understand is that due to the changes in
legislature with possessions of Marijuana had an effect on the crime rates for
youth.
Resolution:
That the information be received.
Moved by:
Seconded by:

B. Crombie
N. Iannicca

CARRIED

06-06-20

8. 2019 Equal Opportunity Plan – The Board considered a report dated May
13, 2020 from Deputy Chief R. Patrick, Corporate Services provided the
Board with the 2019 equal opportunity plan results.
Inspector D. Niles presented the highlights of the 2019 Equal Opportunity
Report. Inspector Niles advised that PRP expended their Outreach Program
focusing on collaboration with the community and held several outreach
initiatives targeting fairs, community festivals thought the Region.
PRP partnered and hosted nine general information sessions for Universities.
PRP held a Black Future Symposium which targeted recruitment from the
Black Community, as well as a Quebec Recruitment Campaign in response
to Bill C21. Inspector Niles advised that several new initiatives are coming
forth in 2020, one of which is the phases of the peel Campaign which is a
community outreach unitive where we will be attracting underrepresented
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groups, racialized parties, and females to PRP. PRP also began the female
inclusion team which is a strategy focused on bringing women from the
community into policing focused on removing several barriers and testing and
bring them forward. PRP also enhanced psychiatric testing.
Resolution:
That the information be received.
Moved by:
Seconded by:

A. Boughton
L. Howell

CARRIED

08-06-20

9. Purchasing – Police Analytics Software Solution – The Board considered
a report dated June 05, 2020 from Deputy Chief A. Odoardi, Innovation &
Technology Command, provided the Board with a report on the
recommendation that the supply of Police Analytics Software and services be
awarded to Information Builders Incorporated (IBI).
Deputy Chief A. Odoardi provided an overview of the Police Analytics
Software solution to highlight that innovation and technology had a large role
in furthering community interaction, self-serve options and analyzing and
collecting data.
Resolution:
It is recommended that the Board approves the award of Document
2020-51 ON for the supply of Police Analytics Software and services for
Peel Regional Police be awarded to Information Builders Incorporated
(IBI) in the estimated amount of $1,335,000 (exclusive of applicable
taxes) for an initial contract period of three years from the date of
contract execution in accordance with Purchasing Policy PRP-FN-001;
And further, that IBl's solution be adopted as the business intelligence
and analytics platform for Peel Regional Police and approval be granted
to increase the contract for additional licensing, support, maintenance,
products and/or services that may be required, subject to satisfactory
service, performance, pricing and approved budget. It is anticipated
that additional products and/or services may be required from IBI as
new initiatives are identified that align with the Peel Regional Police
Digital and Mobile Strategy (DMS);
And further, that approval be granted to renew the contract for 36month terms based on satisfactory service, performance, pricing and
approved budget for the lifecycle of the software.
Moved by:
Seconded by:

L. Howell
A. Boughton

CARRIED

09-06-20
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10. Provision of Body Worn Camera (BWC)Solution for Peel Regional Police
(2020-517N) – The Board considered a report dated June 08, 2020 from
Deputy Chief A. Odoardi, Innovation & Technology Command, provided the
Board with background to support the recommendation to purchase body
worn cameras (BWC).
Deputy Chief Odoardi provided a presentation to the Board with an overview
of the body worn camera technology.
P. Brown expressed his support on the technology.
A. Attia asked how the cameras can be controlled and ensure that they are
on and are serving their purposes. Deputy Chief A. Odoardi advised it would
be based on proper training, as well as policy and procedure. Deputy Chief
A. Odoardi advised that there is certain artificial intelligence that is automated
within the BWC and that the procedures are still a work in progress and will
report back to the Board with further information.
B. Crombie asked what the timeline is for the implementation of BWC.
Deputy Chief A. Odoardi advised that th implementation could be at the
earliest in Fall of 2020. B. Crombie asked how BWC would fit into the Budget.
Deputy Chief A. Odoardi advised that the Digital Evidence Management
System and Video Recording is implemented into the 2021 and 2021
budgets. Deputy Chief A. Odoardi advised of additional operational costs;
however this would be reported to the Board once the information is
obtained.
A Boughton advised that he was surprised to see that most of the deputations
were opposed to BWC. Deputy Chief A. Odoardi advised the Crown Attorney
is in favor of implementing both in car cameras and BWC as this technology
is the best and most reliable evidence.
Chief Duraiappah advised that those who are not in favor of it might not be in
favor as they do not believe it will be a solution to accountability. Chief
Duraiappah advised that it is a step, and another tool that the service can
use.
A. Boughton asked what would happen if there was a scenario of Use of
Force and if the BWC recording be admissible to SIU. S. Wilmot advised that
has been considered and there would be policies and procedures that would
be put in place with the SIU and the Privacy Commissioners.
L. Howell advised that video evidence is a huge benefit, and BWC would help
not only victims and the public, but also the officers. L. Howell asked if PRP
would own the data, or is it owned by the vendor. L. Howell also asked if the
officers will have sense of privacy when they are having private
conversations. Deputy Chief A. Odoardi advised that PRP would own the
data. Deputy Chief A. Odoardi advised that there will be assurance of privacy
for the officers as there are strict redaction policies which we could apply for
certain private situations.
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A. Attia advised that video evidence plays a significant role in understanding
what occurred and a great aid for transparency and accountability. A. Attia
asked why Axon Canada over other vendors. Deputy Chief A. Odoardi
advised following an environmental scan of vendors/agencies which provide
this service, Axon Canada is the most compatible with PRP systems.
Resolution:
That the information be received;
And further, that contract (Document 2020-517N) for the Provision of a
Body Worn Camera Solution be awarded to Axon Canada in the
estimated amount of $1.4 million per year for an initial term of 5 years;
And further, that authority be granted to renew the contract for optional
terms as required based on satisfactory service, performance, pricing
and approved budget for additional hardware, ongoing maintenance,
support and additional licenses for the lifecycle of the solution.
Moved by:
Seconded by:

P. Brown
B. Crombie

CARRIED

10-06-20

ADJOURNMENT OF PUBLIC MEETING
The Board moved In Camera at 1:09 p.m., adjourning the In-Camera meeting
portion at 1:38 p.m. and the meeting of the Peel Police Service Board adjourned
at 1:38 p.m.
_____________________________
R. Chatha, Chair
________________________
R. Serpe, Executive Director

02-08-20
FROM: Stop Police Profiling Group

Criminalization and Stigmatization of Mentally Ill People through Excessively
Long Police Records Retention Periods Need to be Reduced to 2 Years in Peel
I am writing this letter to complain about the fact that when a doctor uses a form 1 on a person or someone
calls 911 seeking mental health assistance and / or the police end up being dispatched, a police record is
created that adds insult to injury by stigmatizing that person for life. These police occurrence records are then
kept for 25 years or more without a process available for having them purged. These are a serious privacy
breach that nobody has protected these beleaguered individuals against. The policy is created and "defended"
by the Chief and Deputy Chief.. It affects a person's ability to obtain volunteering and employment opportunities
in the community CAUSING INCREASED MENTAL HEALTH PROBLEMS, LOSS, STRESS AND HARDSHIP.
People in this situation are not able to move on with their life and they feel punished for seeking mental health
help. Giving a person a job is the best way to help them (it restores a person while improving community safety
in one fell swoop). Basically there's no mandatory time limitation (that's less than 1 year) for all police forces for
the keeping of this information as far as I've been able to find out. As well, there's no purging process available
by the affected person even if they've improved or a state of normalcy and have been properly addressed by a
physician and proper medication has been administered for a long time. A person's chances of having a
lifelong professional career are over so they will never make something of themselves.Recovered mentally ill or
lifelong mentally-ill people need to be given a chance and have guaranteed job security more than
NON-mentally-ill or normal people because they are more vulnerable to rejection, discrimination, refusal, job
loss and financial instability than normal people. They need stability. They want lifelong professions and
careers as Managers, Doctors, Teachers, Politicians, Police Officers, Paramedics, Firefighters, Solicitor
Generals, Prime Ministers, etc. And quite frankly, I don’t think there should be any reason to to stop them from
achieving their true potential and be included to contributing fully in our society. You should make a law or
statute that puts a 2 year maximum limit on the holding of this kind of police information across all
Ontario municipal police forces. After that “occurrence reports” should be destroyed and purged
automatically, Selective discrimination, negative bias and profiling are things that mentally ill people should
not have to overcome and deal with on top of their medical and financial problems. Introduce privacy protection
for individuals against police scrutiny now!!! Human rights now!! Remove this false
Stain on an innocent person’s reputation.Frontline improperly trained officers have nothing better to do than
judge and discriminant accusing innocent men and women, is this the future we want to pass to our kids.
remember it used to be ok to hit your own kid. times are a changing this law needs to change

03-08-20

Copyright Notice
The content contained herein is the exclusive intellectual property of the
Canadian Centre for Diversity and Inclusion (CCDI). It is provided exclusively to
attendees of a specific CCDI event, as indicated on the next slide.
Any sharing, reproduction or use of this material or content (as is, or in any
form) requires the express written permission of CCDI. Should you wish to use
this content in any way, please contact: pmo@ccdi.ca

Peel Regional Police
Diversity, Equity and Inclusion Strategy
August 21, 2020
Presentation to Peel Police Services Board

Canadian Centre for Diversity and Inclusion
Centre canadien pour la diversité et l’inclusion

Completed Work

Canadian Centre for Diversity and Inclusion
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Current State Inclusivity Assessment (CSIA)
CCDI began a consulting engagement with Peel Regional Police in May
2017. Data collection took place over 2017 and into 2018.

1.

Leadership Growth – Leader Interviews and IDI Assessments

2.

Workforce Growth – Documents/Policies Review

3.

Community Growth – Public Townhall Consultations and Public Survey

4.

Diversity Meter – Census and Inclusion Survey

5.

Culture Meter – Focus Groups

6.

Industry Meter – Media Scan, Literature Review, and Benchmarking

All of the items above informed the final CSIA report that was presented to,
and unanimously accepted by, the Peel Police Services Board (PPSB) on
March 22, 2019.
Canadian Centre for Diversity and Inclusion
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Diversity and Inclusion (D,E&I) Committee
• Established in September 2019 to help address the areas of opportunity
identified through CCDI’s CSIA report.

• Members of the D,E&I Committee acted as the “voice” of their respective
area of the organization and will be responsible for championing D,E&I
initiatives throughout the organization to support the strategy.

• The D,E&I Committee completed 4 hours of training through CCDI
• Diversity and Inclusion Fundamentals (2 hours)
• Diversity and Inclusion Committee Training (2 hours)

• The D,E&I Committee is made up of PRP people from across the

organization with the purpose of supporting the development and
execution of a D,E&I vision and strategy at Peel Regional Police.

Canadian Centre for Diversity and Inclusion
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D,E&I Committee Members
• Bonnie Sliwinski
• Brandon De Silva
• Chad Mossop
• Clayton Asano
• Derek Snider
• Dirk Niles
• Donovan Howell
• Harry Dhillon
• Jaspreet Bhamra-Chan
• Joanna Styrczula
• Joy Edwards
• Kamela Shah
• Kimberly Trichilo
• Krista Noakes
• Manjit Basran
• Sandro Leo
• Subhaan Siddiqui
• Tammy Lee

Canadian Centre for Diversity and Inclusion

Project Leads
• Mark Figueiredo
• Robert Shearer
• Angelia Twiss

D,E&I Manager

• Saleha Khan
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Key Players in Strategy Development Process
Project Leads:
Mark Figueiredo,
Robert Shearer,
Angelia Twiss

CCDI Facilitator:
Angelin Soosaipillai

D,E&I Committee:
18 Members

D,E&I Manager:
Saleha Khan

Canadian Centre for Diversity and Inclusion

• Mark and Rob helped assemble Peel Regional
Police’s D,E&I Committee and hire D,E&I Manager
• Oversaw strategy development and review cycle
• Worked with Mark Figueiredo, Robert Shearer, and
Michael Bach to assemble D,E&I Committee and hire
D,E&I Manager
• Designed/facilitated strategy session and presented
final strategy
• Actively participated in strategy development sessions
and review cycle
• Provided input relevant to their functional area, area of
expertise, or lived experience

• Provided expertise in final strategy sessions
• Facilitated internal review of Strategy document
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Strategy Development Process Overview

Visioning Session
Nov 26, 2019
Developed Mission
statement for the
D,E&I Strategy and 3
Key Strategic Goals.

Tactical
Discussion
Dec 11, 2019

Alignment
Session
Feb 26, 2020

Assigned timelines
and accountabilities
for each action in
Strategy document.

Refined Strategy
document and added
measures of success
(KPIs and metrics).

Canadian Centre for Diversity and Inclusion

Finalized Strategy
June 25, 2020
D,E&I Manager
incorporated
suggestions from the
OPS Commanders
Table; approved by
D,E&I Committee.
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D,E&I Strategy: 4 Year Action Plan
Overview of Recommendations

Canadian Centre for Diversity and Inclusion
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Vision Statement
To foster trust by changing the culture of our police service, where
leaders and all members are accountable for promoting diversity
and inclusion within the organization and the community.

Canadian Centre for Diversity and Inclusion
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Strategic Goals
Organizational Commitment
• Foster trust and transparency through communication/collaboration with community
• Promote service-wide accountability
• Provide sufficient infrastructure and resources for advancing D,E&I goals
Leadership Commitment
• Increase cultural competency (knowledge/skills) to support D,E&I initiatives
• Foster an equitable and inclusive environment by identifying and removing barriers
• Leadership will be accountable to the organization and community for fostering D,E&I
Employee Commitment
• Establish accountabilities so that all employees recognize their contribution to D,E&I
through training and application
• Engage all employees by ensuring equitable access to learning opportunities
• Foster an inclusive workplace by embedding D,E&I in all applicable communications
and activities at PRP
Canadian Centre for Diversity and Inclusion
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Organizational Commitment
Foster trust and transparency through communication and collaboration with
community

• Continue virtual/in-person (region-wide) town hall consultations
• Social media engagement efforts to expand reach across the community
• Surveys to collect data
• Review data collection method options to reach a wide range of demographics
• Change criterion for career development (e.g. community policing, diversity relations)
• Include underrepresented demographic groups in Chief’s Community Advisory
Groups

• Review outgoing communications through a D,E&I lens

Canadian Centre for Diversity and Inclusion
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Organizational Commitment
Promote service-wide accountability

• Develop communications plan to roll out D,E&I messaging through multiple avenues
• D,E&I Curriculum with mandatory training (bias awareness, cultural competence, antiracism, mental health)

• Certify corporate development team in third party cultural competence tools (IDI®) to
carry out impartial, validated assessments on a regular basis

• Continue to expand recruitment efforts to attract underrepresented communities
• Accountability for supervisors to ensure their employees complete surveys and
integrate D,E&I training as part of career development process

Canadian Centre for Diversity and Inclusion
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Organizational Commitment
Provide sufficient infrastructure and resources for advancing D,E&I goals

• Provide resources (people, time, budget, admin support) to implement the strategy
• Identify tactics to address the issue of consistency in directives and procedures and
the lack of accountability for non-compliance of procedure/directives

• Address concerns of “reverse discrimination” amongst service members by
enhancing communications and educational opportunities on the experiences of
minority members of the service

• Improve diversity data available from internal employee engagement/morale surveys
by including demographic questions on all surveys to examine responses by
demographics and identify differences among diverse populations

• Develop mechanisms to gather feedback from diverse employees (e.g.ISNs,
roundtable discussions with the Chief) and report on issues/next steps to employees

Canadian Centre for Diversity and Inclusion
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Organizational Commitment
Provide sufficient infrastructure and resources for advancing D,E&I goals
(continued)

• Review all PRP training to remove any messaging that is contradictory to D,E&I
principles and incorporate D,E&I content into all PRP training (e.g. use of force,
domestic violence, new recruit)

• Implement mental health first aid training for all service members at regular intervals
• Offer career development programs to civilian and sworn employees (with leadership
support), particularly underrepresented groups, and encourage them to consider
development opportunities and positions outside their current functional, technical, or
professional area

• Continue to review, enhance, and improve recruitment process (external job postings)
for barriers, biases, and/or unintended inequities

• Continue to ensure Accessibility info is provided in all recruiting documents and
communications

Canadian Centre for Diversity and Inclusion
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Leadership Commitment
Increase cultural competency (knowledge/skills) to support D,E&I initiatives

• Establish a minimum threshold of cultural competence as a requirement for
promotion, especially into the senior ranks

• Develop D,E&I learning curriculum for leaders and people managers including
Detectives and Civilian Supervisors

Canadian Centre for Diversity and Inclusion
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Leadership Commitment
Foster an equitable and inclusive environment by identifying and removing
barriers

• Review job postings through a D,E&I lens
• Leaders in charge of advancement should be educated in understanding the impact
their biases may have on selection, development, and advancement decisions

• Examine systems, practices, requirements, and culture in the organization to reduce
barriers for inclusion of gender in leadership

• Identify/remove barriers for transgender people in the service
• Increase support to accommodate persons with disabilities and provide more flexible
work arrangement options for employees who need them so that they can
meaningfully participate, develop, and advance at work

• Continue the Chief’s email inbox so that members of the service can communicate
directly with the Chief

Canadian Centre for Diversity and Inclusion
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Leadership Commitment
Leadership will be accountable to the organization/community for fostering
D,E&I

• Senior officers/managers to continue to engage with communities via social media,
formal events, at grassroots level

• Continue D,E&I multi-year recruitment outreach/retention plan for sworn officer roles
with a focus on structural barriers linked to the following: ageism, sexism, racism,
religious bias/discrimination, homophobia, and ableism

• Ensure all employees have equitable access to D,E&I learning and engagement
opportunities

• Establish accountability at all stages for all leaders to communicate D,E&I messages
(celebrations, training, initiatives) at team meetings

Canadian Centre for Diversity and Inclusion
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Employee Commitment
Establish accountabilities so that all employees recognize their contribution to
D,E&I through training and application

• All employees to model allyship against remarks, jokes, or behaviours by PRP
employees (e.g. sexist, racist, anti-immigrant, homophobic, etc.)
Engage all employees by ensuring equitable access to learning opportunities

• All employees to ensure participation in D,E&I learning and engagement opportunities
Foster an inclusive workplace by embedding D,E&I in all applicable
communications and activities at PRP

• Improve service-wide engagement by participating in communication efforts (e.g.
raising public awareness of PRP’s D,E&I efforts through social media, events, news)

• Increasing trust and developing a safe environment for members who want to make a
complaint against inappropriate behaviour
Canadian Centre for Diversity and Inclusion
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Supporting Strategic Goals

Canadian Centre for Diversity and Inclusion
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Efforts Required to Support Strategic Goals
Internal

• Foster trust (increased use of Chief’s

inbox)
• Leaders to communicate D,E&I
messages (celebrations, training,
initiatives)
• Cultural competency required for
promotion into senior ranks
• D,E&I learning curriculum for leaders
and people managers
• Increase accommodation supports for
persons with a disability
• Identify/remove barriers to inclusion for
transgender employees
• Ensure all employees have equitable
access to D,E&I learning
• Continue multi-year recruitment
outreach/retention plan
Canadian Centre for Diversity and Inclusion

External

• Conduct townhalls region-wide
• Engage with communities (social media,
formal events, grassroots level)
• Surveys to collect data
• Applying a D,E&I lens to
communications
• Expand recruitment efforts to attract
underrepresented groups
• Improved recruitment processes (review
for barriers, biases)
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People Required to Support Strategic Goals
• Leadership (Executives, People
Leaders)

• D,E&I Manager
• Corporate Communications
• Corporate Planning
• Equity and Inclusion Unit
• Training Bureau

Canadian Centre for Diversity and Inclusion

• Recruitment
• Learning and Development
• Labour Relations
• Career Development Bureau
• JJEC Committee
• All Employees

22

Canadian Centre for Diversity and Inclusion
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Thank you | Merci
Michael Bach, CCDP/AP
Founder and CEO
www.ccdi.ca

Canadian Centre for Diversity and Inclusion
Centre canadien pour la diversité et l’inclusion

04-08-20

Peel Regional Police - Service Delivery Review
FINAL - Initiatives Roadmap and Final Report

June 2020
1

Table of Contents
Outline
1

Executive Summary

Page No.
03

a.

Project Objectives and Report Overview

04

b.

PRP Strategic Objectives and Current State Findings

08

c.

Key Recommendations

13

2

Initiatives and Strategic Roadmap

22

3

Initiatives High Level Business Cases

29

4

Jurisdictional Scan

53

5

Appendix

56

a

Prioritization of Initiatives

57

b

Summary of Initiatives Phases

60
2

Executive Summary

Project Objectives and Report Overview

Background

Objectives of this Project
With the fast growing nature of the Peel Region, additional
challenges have arose in providing cost efficient services.
There is a perception that the current model (4 Divisions)
does not effectively serve the Region of Peel with
consideration being given to establishing additional
presence in North Brampton and Mississauga (Malton).
Peel Regional Police aims to increase their footprint in the
community and integrate those efforts into frontline policing
efforts.

Objectives

Peel Regional Police is engaged with PwC to assess and
recommend a divisional and deployment model that aims to
provide:
✓ Optimal Peel Regional Police presence and interaction
in the community
✓ Help to increase capacity of field operation units to
improve service delivery
✓ Improve integration of operations and infrastructure
✓ Facilitate the mobilization of resources in the service
to coordinate activities within the community.

Summary - Project & Final Report Overview
Rationale for the Overall Service Delivery
Review
▪ With the fast growing nature of the Peel region,
additional challenges have arose in providing
cost efficient services. There is a perception that
the current divisional model (of 4 divisions) does
not effectively serve the Region of Peel
▪ The Service delivery review will support PRP
with its aim to increase their footprint in the
community, and integrate those efforts into
frontline policing efforts

Final Report Overview - Key Recommendations, Initiatives and Roadmap
▪ This final report is derived from the findings and identified gaps in the current state analysis, and the
subsequent initiatives and recommendations to address those gaps. These initiatives are prioritized as per
PRP’s strategic objectives and outlined on an actionable roadmap as a final step towards implementation.
▪ For this report, PwC collaborated with the command team throughout the course of the assessment; (1)
Prioritization workshop to prioritize the identified initiatives in alignment with PRP’s strategic objectives
focusing on frontline (2) Roadmapping exercise to align the initiatives on an actionable timeline.
▪ This report is split into 3 main sections - (1) The Executive summary outlines the project background,
approach, key recommendations, list of initiatives, and a highlight of the roadmap; (2) Initiatives section
dives deep into the criteria supporting the prioritization, result of the prioritization exercise, finalized
initiatives, and supporting high level business cases for each initiative which can be used by PRP for an
implementation plan and stakeholder buy-in; (3) Outlines the prioritized initiatives on an actionable
roadmap, incorporating any inter dependencies between the initiatives.

Project Timeline

February 2020
First meeting with command to
discuss delivery review and
initial objectives

March 2020
Discuss scope and letter of
agreement

April 2020
Finalize the letter of agreement
and kick off the engagement

May 2020
Finalize deployment gap assessment and
initiate recommendations and roadmap
development

TBD (future)
Develop and build on the service
delivery recommendations

Today
June 2020
Finalize the recommendations and
roadmap
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Approach to the Final Report
10
Total
# of Interviews

30
Total # of People
Included in the
Interviews

Key Inputs

31+
Documents
reviewed

Current State Analysis
and Gaps Report
The current state
analysis and gaps report
served as a foundation
towards identifying the
key initiatives to address
the gaps and areas of
improvements. These
initiatives were then
validated and prioritized
with the core command
team.

Prioritization of Initiatives
Initiatives are prioritized with
a collaborative effort from
Command Team and PwC.
The priority was assessed
through the frontline impact,
business risk addressed by
the initiative, and the
complexity of the
implementation, and in
alignment with key PRP
strategic objectives

High Level Business Cases
The initiatives are bolstered
through these high level
business cases which
highlight: a brief overview, key
risks, any interdependencies,
summary of business benefits,
complexity, and the PRP
strategic objectives met by an
initiative. This will help
facilitate future implementation
plans

Roadmap Development
The prioritized initiatives are
outlined on an actionable
roadmap to stagger the
implementations, along with
identified interdependencies
if any.
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PRP Strategic Objectives and Current State Findings

PRP Strategic Objectives

Objective

PRP identified some key areas of focus in its strategic plan as identified below. This covers a multitude of domains from community
policing, frontline focus, business administration, among others. The following is an overview of the strategic objectives identified in the
strategic plan

Community
Policing &
Mobilization

Strategies

- Strategy focused
on Community
Safety and
Wellbeing Plan.
- Community centric
and community
engagement
approach
- Development of
connections with the
community across
the organization.

Strategic
Management

- Development of data
and analytic
capability.
- Research and
improvement as a
constant activity and
priority for the
organization.
- Emphasis on risk
mitigation and
strategic planning.

Infrastructure &
Innovation

- Leveraging
infrastructure and new
technology to achieve
organizational goals.
- Updating systems
and continuous
improvement of
organization’s
processes

Frontline Policing

- Organizational
culture focused on
frontline policing
- Leveraging
technology, data &
analytic to increase
frontline capacity
and resources
- Emphasis on
innovation and
service delivery.

Business
Administration

- Improvement of
business processes
across the
organization align
with organizational
goals.
- Clear focus and
visibility of business
administration.

Additional
Activities

- Focus on quick win
to improve capacity
and efficiency
- Improve
organizational
culture with an
emphasis on
frontline policing
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Current State Assessment Summary
The table below outlines the current state findings with the lens of each strategic objective defined by PRP command.

PRP Objectives

Community
Policing &
Mobilization

Frontline
Policing

Current State Areas of Improvement
Based on unofficial population numbers, the city of Mississauga will grow by 8% over the next 10 year period while
the city of Brampton will grow approx 20% over the same period. This will have a direct impact on the volume of calls
for service for PRP. Areas such as Downtown Brampton, Bramalea City Centre in Brampton, Square One and Malton
in Mississauga are growing with more residences and businesses. As such, these locations are seen to be the largest
hotspots for incidents. The current four divisional model covers a large geographic area which presents a risk the
current resource model may not be sufficient to effectively engage their communities, build relationships, and respond
to emergencies, especially in a region with increasing population growth.

The culture at PRP does not promote long-term tenure in uniform and encourages transfers to Specialty Bureaus for
career progression. This directly impacts uniform deployment numbers and capacity levels. On average 23% of
officers within each of the divisions are currently undeployable (transferred, accommodated, on leave, suspended).
With a gradual increase in calls for service (35% increase between 2014 and 2018 for immediate response events),
the deficiencies in frontline resources may negatively impact calls for service. As well, the “brain drain” of experienced
frontline officers to Specialty Bureaus could lead to increased learning curves for officers, impacts on solvency rates,
impacts on quality of service, and impacts on overall motivation and morale of frontline officers and trust in their
organization.
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Current State Assessment Summary (cont’d)
PRP Objectives

Strategic
Management

Innovation

Current State Areas of Improvement
The PRP service delivery review focused on the PRP analytics capabilities, and not other aspects of strategic
management. PRP is working towards building data driven decision-making capabilities to guide its officer
deployment. Current analytics capacities are raw and lack the foundations for enabling data driven decision making.
There are many sources of data (e.g. Peoplesoft, Niche, Paid Duties, Patrol Zone sheets) with no single source of the
reliable data. The data at PRP is also widely unstructured and lacks a common data dictionary (including common
labels and definitions), where certain names and acronyms are defined differently across the bureaus. Master data
management principles will need to be applied to streamline data across the organization.

The PRP service delivery review focussed on technologies affecting frontline officers and specific business
processes. The main challenges are related to the overall technology ecosystem at PRP - Officers have to use
multiple dispersed systems for doing their work (e.g. entering leaves, creating reports in Niche, Powercase, and
ACIIS).
Officers on the road are using end-of-life mobile device units (in-car laptops) which are no longer supported by the
service provider and do not carry cell phones which poses productivity and situational awareness challenges.
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Current State Assessment Summary (cont’d)
PRP Objectives

Infrastructure

Business
Administration

Current State Areas of Improvement
Through the review of the PRP deployment model, several challenges were raised by command teams of frontline
and specialty bureaus. The challenges were focussed on 3 areas - Office space, Lockers, and Parking space. The
challenges voiced are that all 3 areas have grown at a much slower rate than the growth of headcount at PRP as well
as the cities of Brampton and Mississauga. Officers highlight that it impacts productivity and convenience in the
workplace. Others issues raised related to the travelling distance in the northern divisions (up to 25 km taking 45
minutes from Northwest to Southeast corners of the division). Division 22 will be relocated as the current building is
end-of-life. Additionally, certain bureaus such as Forensics and Records Management are dispersed across various
facilities in PRP creating challenges with collaborative working.

Processes reviewed included the training and temporary transfer processes. Officers need to complete mandatory
training during working days at various training facilities. This means that platoon strength is reduced when officers
attend their training. Additionally, the temporary transfer process is a major pain point for frontline staffing complement
as officers are often transferred to specialty units for extended periods. These transfers are to address major
investigations (e.g. Homicide) and also allow the officers to gain new skills that will assist them in advancing their
careers. However the combination of training and temporary transfer factors contribute to reducing officer deployment
numbers per shift and increasing workload for the remaining officers
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Key Recommendations Aligned with PRP’s Strategic
Objectives

Introduction to
Recommendations
In this section, various recommendations are provided
using the lens of the PRP strategic objectives. The
recommendations highlight general directions and
specific initiatives that can assist Peel Regional Police in
achieving its strategic objectives.
The proposed recommendations complement in-flight
projects, but also address gaps that were identified during
the service delivery review to meet the strategic
objectives.
The latter part of the report (Section Initiatives & Strategic
Roadmap) highlights proposed initiatives that bolster the
recommendations and strategic objectives.

14
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Focus on Community Policing
& Mobilization
Context:
The Community Safety and Wellbeing plan which is mandated by the Ontario
Police Service Act is the foundation for modernizing the Peel Regional Police
Service to focus on service delivery of community centric policing.
There’s a need to embed the framework of the Community Safety and
Wellbeing plan (displayed in the diagram) within all aspects of the organization.

Recommendation:
Following the review of the current state and best practices it is recommended
that PRP accelerates the development, implementation, and integration of its
Community Safety and Wellbeing plan with the strategic objectives, in-flight,
planned and proposed initiatives. This approach will increase police
interactions with the community with and develop robust partnerships.
●
●
●

Align the PRP strategic objectives with the Community Safety
Wellbeing plan
Focus and align relevant organizational practices to the Community
Safety and Wellbeing plan (e.g. community partnerships)
Adopt key performance indicators for patrol officers that include
community engagement and community policing activities

Community Safety and Wellbeing Framework
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Empowering Frontline Policing
Recommendation:
PRP should align policies across the organization to empower and
promote frontline policing to focus on core policing functions and
community engagement. Additionally, PRP should support frontline
policing through effective use of technology and promoting cultural
improvement. In particular:
●
●

●

●
●
●

Define and adopt staffing metrics to prioritize and optimize
uniform patrol units.
Review of workload measurements of specialty bureaus and
CIBs and redeploy resources to uniform patrol units as
necessary.
Proceed with a review of the current organizational culture to
identify traits and develop a culture improvement plan to align
the culture to the leadership team vision.
Develop a people-centric approach culture focused on diversity
and inclusion
Leverage the use of special constable across the organization to
increase frontline support.
Leverage frontline mobility technology to increase uniform patrol
efficiency.
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Optimizing Service Delivery

Recommendations:
The fast growth of the Region of Peel is impacting and challenging the
current divisional model established decades ago. A review of best practices
indicated that the establishment of community policing stations*, has a low
cost-benefit outcome; with a low impact on crime; potentially significantly
increasing capital and operating costs. To mitigate challenges resulting from
the demographic and the increase of calls for service, it is recommended:
●

●

Implement alternative service delivery models of policing that include
the use of online services and digital policing platforms. These
models should be explored as part of the comprehensive technology
strategy
Improve leverage of current facilities with an emphasis on enhanced
frontline service delivery to increase community presence and
connectivity, reducing the need for substations or community stations.

*A Community Station provides a central location for police and residents to work together, solving
problems of mutual concern, and to serve as a clearinghouse, dispensing a wide variety of information and
advice to the public. Each Community Station is tailored to reflect the individuality and uniqueness of the
community in which it is located. - Source: PRP directive
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Facility & Infrastructure

Recommendations:
It is recommended that PRP undertake a realignment exercise of the
existing divisional model and an assessment of building an additional
division at a strategic location to address the issue of overcapacity in its
facilities, as part of a long term strategy. In particular:
●
●
●

Assessment of the construction of a new division
Assessment of centralizing detention facilities
Consolidation of critical infrastructure (e.g. communications 911,
forensic services, records management and IT to free up space
for officers and support staff in the divisional buildings)

As an interim solution, it is recommended that PRP assess the
feasibility of leveraging existing facilities, such as the airport division
facility, to deploy resources in the community. This might require
negotiations with the Greater Toronto Airport Authority, but is merited
with the strategic location of the airport division in the middle of Division
21 and Division 12.
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Leveraging Strategic
Management in All Aspects of
the Organization
Recommendation:
PRP should develop a strategy to align the key organizational goals to
its leadership’s vision. Through this, there should be an added
emphasis on the need for effectively measuring workloads across the
organization. By doing this PRP will be able to identify gaps in
procedures, optimize cost effectiveness through effective resource
allocation and establish effective business intelligence practices to
enable data driven decision making. In addition, prioritizing the
development of a comprehensive technology strategy (including a
DEMS strategy) to further enable frontline officers with technology
infield and reduce siloed technology projects. In particular:
●
●

Establish master data management practices for streamlining
and structuring data shared and used across the organization. *
Expand business intelligence and data analytics capabilities for
data decision making
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Innovate on all Fronts

Recommendations:
Building from the strategic management and direction from technology
strategy and data management there’s a need to establish master data
management practices, standardized data architecture, and data
governance to set a strong foundation and successfully build on innovation
capabilities. Implementing data analytics and robust technology solutions
(DEMS, BI, etc.) will help to drive data driven decision making capabilities.
This will be an evolutionary journey where the identified initiatives will act
as a foundation, enabling Peel Regional Police to constantly leverage and
build upon the new and set processes.
In conjunction with overarching technology strategy, an update to current
systems can help reduce time spent on administrative tasks of frontline
officers allowing a better cost value. Some of the key initiatives are:
●
●
●

Development of a comprehensive technology strategy that include
digitalization of evidence management
Implementation of integrated platforms
Implementation robotic process automations to increase efficiency
and reduce manual and repetitive tasks
20

Initiatives & Strategic
Roadmap
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Introduction to Initiatives and
Roadmap
Initiatives are the key projects that can be undertaken by the PRP to
achieve the key strategic objectives and proposed recommendations
mentioned in the previous section. These initiatives are identified to
complement the strategic objectives as highlighted by Peel Regional
Police command (Slide 9), and address any gaps to achieve those
strategic priorities.
We have aligned the initiatives with the operating model elements People, Organizational, Process, Data & Technology, and Facilities.
With the command team, each of the initiatives were prioritized and
outlined on a strategic roadmap.
Within the roadmap, initiatives have been broken down into agile
methodology of "Crawl, Walk, and Run". Through this, various
quick win initiatives have been identified.
The subsequent slides will outline the co-developed initiatives and
roadmap for execution.
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Crawl, Walk, Run Methodology
The agile methodology of "Crawl, Walk, and Run" has been incorporated into the initiative business
cases as well as associated roadmap. This methodology covers the important steps or phases to be
executed in each initiative.

Crawl - Start of an initiative which
can be done early on, and can act
as a quick win to initiate the project.
The activities here are usually
strategizing, speaking to other
jurisdictions, and planning with
stakeholders for the initiative

Run* - Developing on the
lessons and successes
from the walk phase, this
phase transitions into a
broader implementation or
rollout across the service.
Walk - Building on the
findings from the 'Crawl'
phase, the activities here
can include design of the
initiative, running a pilot, or
doing a procurement

* It is important to note that the Run indicated on the roadmap is only the starting point of any rollout. We refrained from highlighting the
duration of the Run or implementation as there are many variables that will impact the implementation and need planning before estimating
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Operating Model Framework
The Operating Model framework outlined below, was used to analyze the current
state across the 5 dimensions. The proposed initiatives included in the roadmap
were also categorized as per the dimensions of the Operating Model. The
following are brief explanations of each dimension.

People &
Culture

Organization

Refers to the workforce conducting the business
operations and the capabilities, competencies
required and internal culture.
Refers to how strategic planning and organizational
structure impact the ability of the organization to
deliver on its required capabilities and activities.

Process

Refers to a series of activities, each of which requires
input and produces outcomes in line with a set of
business policies, procedures and organizational
guidelines

Data &
Technology

Refers to the ability to take advantage of
technological advances and/ or data to improve and /
or further refine operations in place across the
practice

Facilities

Refers to the physical infrastructure available to the
workforce to enable them to deliver on its required
capabilities and activities
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List of Key Initiatives
The following table highlights the list of initiatives
identified across the 5 dimensions of the operating model
framework. The initiatives were vetted through
collaborative workshops with the PRP command team
and then outlined on a strategic roadmap in the following
slides.

#
Initiatives
People
Culture Assessment and Culture Change Plan
1
Prioritization Staffing for Frontline
2
3

Data Driven Deployment Model

4

Assessment of a New Division

Staffing Model with Special Constables
5
Organizational
6
Champion Employee Wellness - Early Intervention Program
7

Morale Assessment and Development

Process
8
Streamline training process
9

Temporary Transfer Policy and Utilization Tracking

Data & Technology
10
Technology Strategy Development (including DEMS strategy)
11

DEMS with Video Analytics Capabilities

12a

Frontline Mobility Support - MDU

12b

Frontline Mobility Support - Cell phones

13

Mature Business Intelligence Capabilities

14

Integrated Platform and/or RPA

15

RTOC Development

Facilities
16
Centralized Detention Facility - Assessment and Development
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Legend

PRP Strategic Roadmap
Initiative

Immediate Term (6 months - 1 year)

Crawl

Q1

Q2

Q3

Medium Term (1-2 years)
Q4

Q1

Q2

Q3

Q4

Walk
Run
1. Culture Assessment and Culture Change Plan

2. Prioritization Staffing
for Frontline

People

3. Data Driven Deployment Model

4. Assessment of a New Division

5. Staffing Model with Special Constables

6. Champion Employee Wellness - Early
Intervention Program

Organization
7. Morale Assessment and
Development

Process

9. Temporary Transfer Policy and Utilization
Tracking

8. Streamline Training Process
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Legend

PRP Strategic Roadmap
Initiative

Medium Term (1-2 years)

Immediate Term (6 months - 1 year)

Crawl

Q1

Q2

Q3

Q4

Q1

Q2

Q3

Q4

Walk
Run
10. Technology Strategy Development (including
DEMS strategy)

11. DEMS with Video
Analytics Capabilities

14. Integrated Platform and/or RPA

Data &
Technology

12a. Frontline Mobility Support - MDU

12b. Frontline Mobility Support - Cell Phones

13. Mature Business Intelligence Capabilities

15. RTOC Development

Facilities

16. Centralized detention facility
Assessment
and Development
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Draft

Initiative High Level
Business Cases
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Introduction to the Initiative High-Level Business Cases
Purpose
The high level business cases provide an
overview of the initiatives that can help PRP
execute its strategic objectives and justify the
investment in projects by demonstrating the
business benefits and value they are
intended to deliver. The business cases
enable PRP command to make informed and
business-aligned decisions and provide a
phased approach to execute the initiatives.

Initiative Title & Description
How to read the
business cases

Name of each initiative and high level
description.

Initiative Details
Key details include: Risks during implementation
and other considerations, Any dependencies,
and Key assumptions.

High-Level Business Cases Overview
Each business case provides high-level
descriptions, phases, benefits, risks,
dependencies, assumptions and relative
initiative priority to support the
implementation of the project.

Phases
The crawl, walk, run
phases to execute the
initiative

Phases
The phases section of the business case
provides a list of activities that can help
drive the initiative from strategy through
execution. The crawl, walk, run methodology
has been followed in outlining the phases.

Business Benefits
The value and benefits of each project to
PRP is highlighted.

Initiative Snapshot
Inputs to support a business case,
including timing, ownership and
sponsorship, relative prioritization,
strategy assignment
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People Initiatives

1

Conduct a culture assessment and develop a culture change plan

Overview
Conduct a culture assessment to identify the key culture
pain points and develop a supporting culture change
plan.The culture change plan will address the culture
traits that are not aligned with the Command team’s
vision.
Phases
Crawl: Conduct a series of workshops, interviews, focus
groups and a survey to align the Command teams vision
and strategic aspirations. Assess PRP’s current cultural
traits and define a set of critical behaviours that will
leverage the existing cultural traits and strengths to help
PRP achieve the Command team’s strategic
aspirations and vision
Walk: Conduct a pilot intended to drive the adoption of the
behaviours through action with a chosen unit or team
(leveraging a network of authentic informal leaders)
Run: Develop a roadmap to scale the pilot and drive
adoption of the behaviours across all PRP departments
Business Benefits & Value
Improved performance, Cross collaboration and
Communications:
● Enhanced: inclusive culture, cross collaboration within
units/bureaus/functions , and communication can drive
better performance within the service
● A uniform and informed culture as per the alignment with
command’s team strategic vision

Risks & Other Considerations
● Need for socialization of the approach and building buy-in
for the initiative
● Requirement for a statistically significant survey response
rate
● Staffing changes have an impact on continuity and level of
effort
● Significant commitment required from leadership to visibly
sponsor, champion and model behaviours
● Requires commitment by the organization and employees
for the behaviours to spread
● Initiative will be visible and there could be a desire to
manipulate or adjust findings
Related Projects & Dependencies
● Need to consider command’s team vision and PRP’s
strategic plan
● Assess synergies and results from PRP’s employee
engagement survey

Start Year

Q1 - Year 1

Initiative Duration

1 quarter

Key Sponsor

TBD input required

Relative Initiative Priority Dimensions*
Strategic Priority

High

Frontline Impact

Low

Implementation Complexity

Medium

Objectives
Objective
Alignment

1

2

3

4

5

2 - Strategic Management
5 - Business Administration

Assumptions
● The command team is aligned on the vision and strategic
aspirations for the organization
● The culture change will be championed by people from all
levels of the organization
● The leadership team will be committed to make the culture
plan a priority for the service.
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2

Prioritization of staffing deployment for frontline/patrol

Overview
Undertake a review of practices and policies across the
organization such as temporary transfers to identify gaps
in frontline staffing deployment. Establish minimal staffing
metrics for uniform patrol that incorporate key
performance indicators aligned with organizational vision
of community policing. Prioritize the staffing on patrol
across the service

Risks & Other Considerations

Start Year

●There might be some resistance from Criminal Investigation
bureaus (CIB) and specialty bureaus as frontline deployment is
prioritized and current set norms of temporary transfers and
deployments across the service will be challenged
●This initiative will challenge the current organizational culture
that historically prioritized specialty bureaus for staffing and
resource needs.

Initiative Duration

Q2 - Year 1
3 months + Ongoing

Key Sponsor

TBD input required

Relative Initiative Priority Dimensions*
Strategic Priority

High

Frontline Impact

High

Implementation Complexity

High

Objectives
Phases
Crawl: Develop a scoring metrics for frontline aligned with
the command team vision and socialize the metrics with
divisional commanders.
Walk:Conduct the pilot to incorporate the prioritization matrix
and policies
Run: Incorporate the matrix across the organization and
establish policies for staffing and deployment prioritizing
frontline policing.

Business Benefits & Value
Increased Capacity
● This staffing model would allow for an agile management of
resources based of metrics prioritizing the frontline
● The development of a staffing model prioritizing frontline
will support PRP’s commitment to core functions of policing
;

Related Projects & Dependencies
● Initiative 1: “Culture Assessment and Improvement Plan”
○ As the current initiative challenges the service culture of
preferred deployments across specialty bureaus
● Initiative 9: “Temporary Transfer Policy and Utilization
Tracking”
○ There are shared synergies in the development of key
metrics in the current initiative and leveraging the
temporary transfer policies from initiative 9

Objective
Alignment

1

2

3

4

5

4 - Frontline Policing
5 - Business Administration

Assumptions
● Divisional commanders will be part of the development of the
metrics
● A culture change plan with robust communications would be
championed by the command team and stakeholders
involved across the initiative

32

3

Implement a data driven deployment model (Incorporating workload metrics etc.)

Overview
Develop and implement a data driven and agile
deployment model based on calls for service (currently
used - hours spent per call, per officer for deployment
and divisional realignment) throughout PRP. Identify the
workload, current efficiency, proactive analytical
modeling for crime statistics (foundation for predictive
policing), by leveraging the processing and use of data
analytics.

Risks & Other Considerations
● There might be some resistance from the Criminal
Investigation bureaus (CIB) and specialty bureau where
expectations needs to be managed
● Culture management would be important to manage
change in current organizational culture that historically
prioritized specialty bureaus for staffing and resource
needs.

Start Year

Q4 - Year 1

Initiative Duration

9 months + Ongoing

Key Sponsor

TBD input required

Relative Initiative Priority Dimensions*
Strategic Priority

High

Frontline Impact

High

Implementation Complexity

High

Objectives
Phases
Crawl: Selection of target stakeholder group to pilot initiative
with; and defining metrics/targets/SLA’s for informed
deployment (recommend frontline and CIB groups)
Walk: Incorporate metrics/targets/SLA’s and with
deployment model of pilot group. Communicate metrics to
PSA if applicable
Run: Plan for rollout of deployment model with specialty
bureaus and CIBs

Related Projects & Dependencies
● Initiative 10: “Develop a comprehensive technology
strategy”
○ Current initiative needs to be in alignment with the
objectives and plan set in the Technology strategy
● Initiative 13: “Mature the business intelligence capabilities”
○ The data management standards, architecture, and
platform set in initiative 13 can be leveraged to inform
and support the current initiative

Business Benefits & Value

Assumptions

Increased efficiency
● Effectively assesses the needs across the organization
based on standardized measurement and metrics
● Optimized resource deployment in CIB and specialty
bureaus
Increased Capacity
● Can support optimized deployment across frontline by
assessing the workload across the service

● PRP will invest in training resources to develop this initiative
● PRP will champion the culture management which will be a
critical piece during the execution and implementation

Objective
Alignment

1

2

3

4

5

2 - Strategic Management
4 - Frontline Policing
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4

Assessment for the Creation of a New Division

Overview
Conduct an assessment on the need for an additional
division to be created. If the assessment outcome
identifies the need for a new division, complete the
construction for the new division.

Risks & Other Considerations

Start Year

● The Covid-19 crisis might affect the budget allocation for
the assessment and construction of a new facility
● Multiple internal and external stakeholders buy in required
to facilitate and support the new division
● Dedicated community engagement and community impact
study would be required for the creation of new division

Initiative Duration

Q3 - Year 1
12 months + Ongoing

Key Sponsor

TBD input required

Relative Initiative Priority Dimensions*
Strategic Priority

High

Frontline Impact
Phases
Crawl: Conduct an assessment to determine the
appropriate decision and socialize the results with broader
stakeholders for necessary approvals
Walk:Develop the roadmap considering the
interdependencies, budget considerations, and overall
timeline
Run: Initiate the action plan and the construction
(depending the assessment supports the creation of a new
division)
Business Benefits & Value
Increased Efficiency
● Additional division can help reduce capacity and facility
constraints faced by other divisions
● Shared call volume workload
Increased Capacity
● With an additional division serving the current geography, it
would free up traverse times of officers who have to
manage large area coverages
Enhanced Community Interaction
● Enhanced visibility and increased community interactions
within the currently covered geography

High

Related Projects & Dependencies

Implementation Complexity

● Initiative 16 : “Assessment and Development of Centralized
Detention Facility”

Objectives
Objective
Alignment

1

Medium

2

3

4

5

1 - Community Policing and Mobilization
2 - Strategic Management
3 - Infrastructure & Innovation
4 - Frontline Policing
5 - Business Administration
Assumptions
● Necessary internal and external stakeholders are bought in
and champion the report results to support the creation of a
new division
● PRP invests dedicated time and resources for the
assessment and development of a roadmap
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5

New staffing model with Special Constables

Overview
Formalize and set up the Special Constables program to
improve Sworn officers capacity and overall divisional
efficiency. This will involve re-assessing the current
positions and type of work which can be performed by
Special constables (eg: mental health arrests, court
services etc.) and then formalizing the special constables
program to be incorporated within the service

Risks & Other Considerations

Start Year

● Resistance from the association as it will be perceived as the
special constables will be taking work from the sworn officers
● If not properly socialized with divisional officers, the program will
face resistance from sworn members.

Initiative Duration

Q4 - Year 1
12 months + Ongoing

Key Sponsor

TBD input required

Relative Initiative Priority Dimensions*
Strategic Priority

High

Frontline Impact

High

Implementation Complexity
Phases

Related Projects & Dependencies

Crawl: Conduct an assessment to identify the positions and
type of work special constable can be substituted within
PRP, and start the development for a formal process for
Special constable inclusion, engage PRPA
Walk: conduct a pilot with a selected unit/function within
PRP
Run: Conduct broader rollout of the special constables
program from the lessons learnt and successes of the pilot

● Streamline Training Process
● Culture Assessment and culture improvement Plan

Business Benefits & Value

Assumptions

Medium

Objectives

Increased Capacity
● More effective use of Sworn officers time to address
calls
● Positive impact on overall divisional efficiency
Increased Efficiency
● Provide operational support for frontline.
● Sworn officers can focus on responding to calls and
community interactions.

Objective
Alignment

1

2

3

4

5

4 - Frontline Policing
5 - Business Administration

● PRP has capacity to train additional special constables
internally
● PRP will develop policy on the use of special constables in
divisions.
● PRP will develop curriculum adapted to the function of
special constables across the organization.
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Organization Initiatives

6

Champion Employee Wellness (Early Intervention Program)

Overview
Moving towards an evidence based, empirically driven
framework to guide identification, tracking and addressing of
well being risk factors for officers. This burnout and stress
behavioral model indicating negative coping strategies, social
indicators (interaction with colleagues and public), behavioral
indicators, and environmental indicators can help track
psychological and overall well being of the officer.

Risks & Other Considerations

Start Year

● Change management is required to address people related
impacts (i.e. behaviour, openness to well being programs,
adoption) to support the early intervention program
● Anonymity for the early intervention programs would be
absolutely critical
● Any impact considerations on staffing and deployment

Initiative Duration

Crawl : Identify the social, behavioral, and environmental
indicators for burnout and distress, and formulate the action
plan to address these findings
Walk : Implement the action plan and wellness framework in
a pilot approach for a selection of target stakeholder group
Run : Rollout the wellness action plan across the service
based on the pilot’s lessons learned
Business Benefits & Value
Officer well-being:
● Psychological and overall well being of the officer, facilitated
through active tracking and interventions
● Constructive behavioral change through rehabilitative and
corrective remedial interventions
Increased efficiency:
● More freed up officers with limited leaves, sick leaves etc.

3 months

Key Sponsor

TBD input required

Relative Initiative Priority Dimensions*
Strategic Priority

Medium

Frontline Impact

Medium

Implementation Complexity

The approach will be to identify the social, behavioral, and
environmental indicators for burnout and distress, and then
translating these indicators into actions: Psychological
autopsies, Peer support, Routine mental health checks,
Wellness programming, Accessible psychological services,
Anonymous teaching tools etc.
Phases

Q2 - Year 1

Low

Objectives
Objective
Alignment
Related Projects & Dependencies

1

2

3

4

5

4 - Frontline Policing

● Identifying synergies with morale assessment and morale
development plan

Assumptions
● PRP will invest in training or resources to develop the
intervention program and adoption
● Deployment, enablement and adoption related aspects of
technology tools would be championed by the PRP
● Involved trainings for rehabilitation programs
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7

Morale assessment metrics and development

Overview
Define metrics (Impact on morale through: Decisions &
Norms, Motivators & Commitments, Information &
Mindset etc.) and definitions to assess the morale within
the service (division). Based on the findings of the
assessment, incorporate into a action plan to address the
cultural shift. Note: it will be important to assert the
anonymity of morale assessment.

Phases
Crawl : Identify and define the assessment metrics, and
finalize the assessment framework and action plan to
address the finding
Walk : Implement the action plan and assessment
framework in a pilot approach for a selection of target
stakeholder group
Run : Rollout the assessment across the service based
on the pilot’s lessons learned. Integrate the results to
inform workload distribution
Business Benefits & Value
Officer well-being:
● Psychological and overall well being of the officer,
facilitated through active tracking and interventions
Increased efficiency:
● Reduction in leaves, sick leaves etc. allowing for more
freed up officers
● An increased morale can impact the overall drive and
participation of officers within the service, affecting the
overall efficiency

Risks & Other Considerations

Start Year

● Anonymity of the assessment will be absolutely critical
● Commitment required from leadership to visibly sponsor,
champion and model behaviours
● Initiative will be highly visible and there could be a desire to
manipulate or adjust findings
● Change management is required to address people related
impacts (i.e. behaviour, openness to well being programs,
adoption) to support the morale assessment program

Initiative Duration

Q2 - Year 1
3 months

Key Sponsor

TBD input required

Relative Initiative Priority Dimensions*
Strategic Priority

Medium

Frontline Impact

Medium

Implementation Complexity

Related Projects & Dependencies

Objectives

● Shared synergies with the Culture assessment; The results
from culture assessment can inform the
direction/logistics/plan of the morale assessment
● Results from morale assessment can help facilitate an
informed plan for Championing Employee Wellness - Early
Intervention Program

Objective
Alignment

1

Low

2

3

4

5

2 - Strategic Management
4 - Frontline Policing

Assumptions
● There’s support from stakeholders and a drive to incorporate
the findings to improve overall service Morale
● Assessment findings can be integrated with the staffing and
deployment of the officers: Giving them enough time for a
break if overworked, or moving to different unit/function as a
transient transfer
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Process Initiatives

8

Streamline Training Process

Overview
Employ technology enhanced and innovative (e-learning,
blended learning, and simulation based) solutions to
streamline training operations and increase intake
capacity. This would involve evaluating the current
training and learning and development programs/tools
against the future needs of PRP’s and future of policing.
This will employ PRP to deliver a streamlined and
improved training and learning experience.
Phases
Crawl : Conduct an assessment of the key training
improvement areas and future state needs. Based on
this, identify potential key solutions
Walk : Develop an implementation plan with key
solutions (e-learning, blended learning, simulation based
etc.) and conduct a pilot
Run : Conduct service wide rollout/implementation based
on the learnings from the pilot
Business Benefits & Value
Increased Efficiency, Increased Capacity, Increased
Collaboration:
● Increased capacity and quicker turnaround of resources
by ensuring new classes of officers graduate on time to fill
in headcount within divisions,
● Opportunities for cost savings through reduced facility
space constraints
● Simplified and unified learning experience through
centralized and flexible access to training content

Risks & Other Considerations

Start Year

● Change management is required to address people related
impacts (i.e. skills, behaviour, culture related) to support the
modernization of PRP service training
● Clear understanding of training requirements and options to
deliver relevant and up-to-date trainings through the right
channel
● Balanced review of technology requirements is required to
equip PRP with fit-for-purpose tools and solutions

Initiative Duration

Related Projects & Dependencies
● Resource availability and/or use of third parties
● Training content availability (i.e. quality and delivery type)

Q3 - Year 2
6-9 months

Key Sponsor

TBD input required

Relative Initiative Priority Dimensions*
Strategic Priority

Medium

Frontline Impact

Medium

Implementation Complexity

Low

Objectives
Objective
Alignment

1

2

3

4

5

4 - Frontline Policing
5 - Business Administration

Assumptions
● PRP will invest in training and resources to develop the the
new training methodologies and streamlining operations
● PRP is willing to invest in refreshing training content /
technology to support its relevance and looking forward to
the future of policing
● Training tools can be integrated with internal systems as
required
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9

Temporary Transfer Policy and Utilization Tracking

Overview
This initiative is to reorient the temporary transfers policy
with defined stint durations. Additionally, it will introduce a
formal rotational program to give diverse experience
across different bureaus, and proactively identify backfill
support in order to optimize the current temporary
transfer process.

Phases
Crawl : Engage key stakeholders across the service to
identify and define a temp transfer policy (defined stint
duration, rotational program etc.), along with the
implementation plan and timeline
Walk : Conduct a pilot to rollout the policy for selected
division/unit/functions
Run : Implement the temp transfer policy across the
service based on the learnings from the pilot

Risks & Other Considerations

Start Year

● Need for socialization of the temporary transfer policy and
building buy-in for the initiative
● Initiative will be visible and there could be a desire to tailor
the policies in a preferred way, which should be avoided
● Change management is required to address people
related impacts (i.e. Movements, Career progressions,
adoption) to support the temporary transfer policies and
the overall initiative

Initiative Duration

Q2 - Year 1
6 months

Key Sponsor

TBD input required

Relative Initiative Priority Dimensions*
Strategic Priority

High

Frontline Impact

High

Implementation Complexity

Low

Related Projects & Dependencies

Objectives

● Shared synergies with the initiative “Data Driven
Deployment Model” which can help inform the temp transfer
requirements, and movements.

Objective
Alignment

1

2

3

4

5

2 - Strategic Management
4 - Frontline Policing
5 - Business Administration

Assumptions
Business Benefits & Value
Increased Efficiency and Increased Collaboration:
● Reduced impact on frontline capacity
● Formal rotational programs to facilitate career progression
● Cross collaboration and support across divisions and
bureaus

● There’s support from stakeholders and a drive to formalize
and incorporate the temporary transfer policies across the
service. This will address the overall capacity gaps and the
trickle down effect on frontline capacity
● Proper socialization of policies and process changes is
conducted across the service to inform the officers,
divisions, units and functions.
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Data & Technology Initiatives

10

Develop a comprehensive technology strategy (including a DEMS strategy)

Overview
Develop a technology strategy that is aligned to the vision of
leadership for policing operations. The strategy will outline
projects including purchasing, development, and upgrading
software and hardware for officer and prevent the
implementation of technology that does not meet the
long-term vision of PRP. As a top priority, the strategy should
integrate Digital Evidence Management. As well the strategy
will look at increasing online services and digital policing
platforms to reduce reliance on facilities for both officers and
citizens
Phases
Crawl - Develop an IT strategy and roadmap based on the
business strategic objectives
Walk - Develop DEMS strategy and incorporate into the IT
strategy roadmap
Run - Develop communications to IT staff and officers about
the IT roadmap
Business Benefits & Value
Increased Efficiency:
● Increased officer productivity and safety through the
identification of technology to support the frontline
● Avoiding unnecessary costs from the IT projects that lead to
products that will not be utilized.
● Ensure a cohesive outlook on the organizations technology
needs
Increased Compliance:
● By deploying a technology strategy to address DEMS, PRP
can address citizen concerns of police unaccountability

Risks & Other Considerations

Start Year

● Developing a technology strategy without stakeholders from IT
and the business can lead to a siloed strategy that leads to
low-value add IT projects for officers and community
● IT currently has 95 ongoing projects. A lack of strategy will
result in exhaustion of IT resources when executing all those
projects

Initiative Duration

Q1 - Year 1
3 months

Key Sponsor

DC Anthony Odoardi

Relative Initiative Priority Dimensions
Strategic Priority

High

Frontline Impact

Medium

Implementation Complexity

Low

Objectives
Related Projects & Dependencies
● Completion of the DEMS platform initiative
● The MDU upgrade of the cars and cell phone deployment
pilots are currently in flight. The tech strategy will influence
the direction of these projects
● The remaining 95 IT projects that are currently in-fight by
PRP ITS bureau

Objective
Alignment

1

2

3

4

5

2 - Strategic Management
3 - Infrastructure & Innovation
4 - Frontline Policing

Assumptions
● DEMS is now a top priority given the latest social
developments and calls from the public and government to
increase officer accountability measures
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11

Digital Evidence Management System with video analytics capabilities and BWC

Overview
Implement a digital evidence management system (DEMS)
that can be used to ingest, process, and disclose digital
evidence. The system should include video analytics
capabilities to assist crime analysts with reviewing hours of
videos. Additionally, this initiative will look at peripheral
technology as well as Body Worn Cameras (BWC) and
include the analysis of their compatibility with the PRP
technology ecosystem, development of policies and
procedures
Phases
Crawl - Conduct jurisdictional and market scan of leading
practice DEMS solutions
Walk - Procure DEMS solution (Develop RFP, review with
stakeholders, vendor demos, etc)
Run - Conduct a broader roll out of the DEMS solution to
stakeholders at PRP, including policy, processes, and
training
Business Benefits & Value
Increased Collaboration
● collaboration between sworn and civilian members, partner
agencies and the public
Increased Efficiency
● apply management and governance principles to the
acquisition, organization, control, integration, dissemination
and use of information in a way that supports PRP to fulfil its
organizational strategic objectives.
Officer Safety and Accountability
● Live recordings via BWC provides hard evidence of officer
activity on the scene.

Risks & Other Considerations

Start Year

● Deploying DEMS and BWC without a supporting policies and
procedures creates a risk of inconsistent or misuse of
technology, leading to the potential court case dismissal and
public backlash
● A privacy impact assessment should be conducted in
collaboration with Ontario Privacy Commissioner, due to
sensitivity of account

Initiative Duration

Q2 - Year 1
6 months

Key Sponsor

DC Anthony Odoardi

Relative Initiative Priority Dimensions
Strategic Priority

High

Frontline Impact

Low

Implementation Complexity

High

Related Projects & Dependencies

Objectives

● Completion of the technology strategy initiative

Objective
Alignment

1

2

3

4

5

1 - Community Policing and Mobilization
2 - Strategic Management
3 - Infrastructure & Innovation
4 - Frontline Policing

Assumptions
● DEMS is now a top priority given the latest social
developments and calls from the public and government to
increase officer accountability measures
● DEMS is a costly solution and PRP will likely need to submit
a business case to the services board to fund the initiative
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12a

Frontline Mobility Support - Mobile Device Units (MDU)

Overview
Upgrade to MDU’s in the cars: Complete the upgrade of the
MDUs in the cars and conduct research and analysis to
explore additional functionality options including an
integrated modem, integrated card reader. printer to print
tickets with different sizes, etc.

Phases
Crawl - Develop a broader rollout plan for the MDU
replacement
Walk - Define additional capabilities for the MDUs and
conduct a pilot for high priority capabilities
Run - Conduct broader roll out of the piloted capabilities on
the MDUs based on lessons learnt

Business Benefits & Value
Increased Efficiency and Capacity:
● Introduces mobility for officer to take notes on the scene
● Help with enticing working from the vehicle.
● Time saving for officers to not have to call DDEs to dictate
notes

Risks & Other Considerations

Start Year

● The CF19s are currently at their end of life and need to be
replaced
● The current version of CAD is only compatible with
Windows 7 however CF33s are purchases with Windows
10
● CAD needs to be upgraded in order to be compatible with
Windows 10

Initiative Duration

Related Projects & Dependencies
● Completion of the technology strategy initiative
● Completion of the DEMS platform initiative

Q4 - Year 1
9 months

Key Sponsor

DC Anthony Odoardi

Relative Initiative Priority Dimensions
Strategic Priority

High

Frontline Impact

Medium

Implementation Complexity

Medium

Objectives
Objective
Alignment

1

2

3

4

5

3 - Infrastructure & Innovation
4 - Frontline Policing

Assumptions

● New MDUs - CF33s have already been purchased
● PRP is now looking to provide officers with additional
functionality to enable them to be able to do more in their
patrol vehicles
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12b

Frontline Mobility Support - Cell Phones

Overview
Providing cell phones to all frontline officers with additional
capabilities to stay connected and enable officers to be
able to work more effectively and efficiently

Phases
Crawl - Develop a broader rollout plan for cell phones
deployment
Walk - Define additional capabilities for the cell phones and
conduct a pilot for high priority capabilities
Run - Conduct broader roll out of the piloted capabilities on
the cellular devices based on lessons learnt

Business Benefits & Value
Increase Efficiency:
● Providing safer means to collect digital evidence via work
cell phones as opposed to personal cell phones
Situational Awareness:
● Ability to accurately track officer positions during operations
Improved Communications:
● Increased the ability to communicate with officer in radio
dead zones
● Ability to communicate with officers discretely via SMS or
other texting applications

Risks & Other Considerations

Start Year

● Although officers are being given devices to stay
connected, they must balance the amount of time they
spend on the devices (don’t want it to appear in public that
officers are always on their phones)
● Capabilities for the cellular devices must be prioritized not all identified capabilities will/can be implemented
● Additional help desk support will be required to support
the additional phones in field
● Policies and guidelines must be established for collecting
evidence, communications, and personal use of cell
phones

Initiative Duration

Related Projects & Dependencies

●
●
●
●

Completion of the technology strategy initiative
Completion of the DEMS platform initiative
Finalizing the cell phone persona strategy
Review of the Digital Officer Program

Q4 - Year 1
6 months

Key Sponsor

DC Anthony Odoardi

Relative Initiative Priority Dimensions
Strategic Priority

High

Frontline Impact

Medium

Implementation Complexity

High

Objectives
Objective
Alignment

1

2

3

4

5

3 - Infrastructure & Innovation
4 - Frontline Policing

Assumptions
● Focus for PRP will be on the deployment of a DEMS solution
and body worn cameras before considering cellphone
deployment.
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13

Mature business intelligence capabilities

Overview
Mature the use of business intelligence across PRP by
developing data governance and information management
capabilities. This is done through implementing master data
management practices and frameworks for structured and
unstructured data across PRP. In order to support this
initiative, hiring data scientists and crime analysts will be
crucial to enable and maximize the benefits across the
organization.

Phases
Crawl - Conduct jurisdictional scan for data management
leading practices
Walk - Based on leading practices, set data framework,
definitions and classifications. Develop data dictionaries,
policies, procedures. Communicate policies and procedures
Run - Procure business intelligence tools and rollout in
increments with a focus on frontline
Business Benefits & Value
Improved decision making:
● More accurate and informed decision making supported by
data and analytics
● Ability to identify patterns and trends for improved resource
allocation, crime statistics, and increased visibility and
transparency into the overall service performance

Risks & Other Considerations

Start Year

● Maturing business intelligence capabilities and adoption of
data driven decision making will be a slow transformation
and will require a change in work culture at all levels of the
organization.
● Data is currently spread across multiple sources.
Consolidating the data into a centralized location will be a
challenging undertaking

Initiative Duration

Q4 - Year 1
9 months

Key Sponsor

A/Supt David Kennedy

Relative Initiative Priority Dimensions
Strategic Priority

High

Frontline Impact

Medium

Implementation Complexity

Medium

Related Projects & Dependencies
● Completion of the technology strategy initiative
● Completion of the DEMS platform initiative

Objectives
Objective
Alignment

1

2

3

4

5

2 - Strategic Management
3 - Infrastructure & Innovation
4 - Frontline Policing
Assumptions
● The resource implementing the DEMS initiative will be the
same as the ones for this initiative. Therefore the start of this
project is staggered after the completion of the DEMS
initiative
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14

Introduce Integrated Platforms and/or Robotic Process Automation

Overview
Build a strategy to utilize the multiple middleware
applications in the market that act as integration as a
service platform (IaaS). Those platforms can be used to
build multiple interfaces with PRP systems to help with
integrating data from multiple sources. Additionally, Robotic
process automation can be used to digitize the
administrative tasks by automating the entering of repetitive
data into multiple systems (e.g. Leave in multiple systems)

Phases
Crawl - Determine which applications are to be integrated
and which processes are to be automated based on IT
strategy
Walk - Identify with stakeholders the systems, data points,
uses cases to implement, with all risks, issues,
dependencies
Run - Conduct rollout of the Integrated Platforms or RPA on
small increments of systems

Risks & Other Considerations

Start Year

● When developing the integration platform or RPA solution,
PRP must test the compatibility of the tool with other PRP
systems
● When implementing the project, stakeholders from the
business and IT must be present in the design stages of
the projects.

Initiative Duration

Q3 - Year 1
9 months

Key Sponsor

DC Anthony Odoardi

Relative Initiative Priority Dimensions
Strategic Priority

Medium

Frontline Impact

Medium

Implementation Complexity
Related Projects & Dependencies
● Completion of the technology strategy initiative

Low

Objectives
Objective
Alignment

1

2

3

4

5

3 - Infrastructure & Innovation

Business Benefits & Value

Assumptions

Increased Efficiency
● Time savings, efficiencies, and error reduction can be
achieved if data entered in one system can be
automatically integrated in other systems

● This initiative will be implemented in increments - starting
with simple use cases of data integration between 2 systems
and adding more integration as successes and lessons
learned are achieved
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15

Real-time Operations Centre Development

Overview
Establishment of a new operations control centre within the
Communications Bureau to manage risk, coordinate
frontline, investigative resources and leverage technology
to enhance and support field operations in real time.

Phases
Crawl - Conduct jurisdictional scan for leading practices
Walk - Develop business case for RTOC funding (scope,
location, plan, timelines, resources, cost)
Run - Procure equipment, prepare facility, install and fit
RTOC

Business Benefits & Value
Increased Collaboration:
● Increase collaboration between sworn and civilian members,
partner agencies and the public
Improved Governance:
● Ability to apply management and governance principles to
the acquisition, organization, control, integration,
dissemination and use of information in a way that supports
PRP to fulfil its organizational strategic objectives.

Risks & Other Considerations

Start Year

● The main design principle of the RTOC is that it should
allow for data driven decision making. Failing to equip the
RTOC with all the tools for data analytics will reduce its
value-add to the organization.
● Policies and guidelines need to be developed for how the
RTOC will work with the Comms Centre and Frontline
officers

Initiative Duration

Related Projects & Dependencies
● Completion of the technology strategy initiative
● Beginning of the mature business intelligence capabilities
initiative
● Completion of the interim RTOC at 7750 Hurontario and
permanent RTOC at 180 Derry Road

Q3 - Year 1
9 months

Key Sponsor

DC Anthony Odoardi

Relative Initiative Priority Dimensions
Strategic Priority

Medium

Frontline Impact

Medium

Implementation Complexity

Medium

Objectives

Objective
Alignment

1

2

3

4

5

1 - Community Policing and Mobilization
2 - Strategic Management
3 - Infrastructure & Innovation
4 - Frontline Policing

Assumptions
● The development plans of the RTOC are already in place. An
interim RTOC is currently being developed in 7750
Hurontario Street and the RTOC will move to the new comms
centre in 180 Derry road once it is completed
● Completion of the new Communications Centre in 180 Derry
road- ETA of 18-24 months as of June 2020
● The benefits of this initiative will not be fully realized until the
business intelligence capabilities are grown
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Facilities Initiatives
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Assessment and Development of Centralized Detention Facility

Overview
Conduct a detailed assessment on the need for centralized
detention facility including the associated risks, costs etc.
Multiple stakeholder involvement across divisions, bureaus,
facilities will be critical to understand and document all the
requirements and considerations.

Phases

Risks & Other Considerations

Start Year

Q3 - Year 2

● A thorough analysis is required to understand the infrastructural and
operational changes needed to facilitate a Centralized detention
facility
● Operational process changes will need to be revisited to align with
the Centralized detention facility ways of working
● Internal and external stakeholder(s) buy in would be critical
● Time and motion study would be an important factor in conjunction
with the assessment to facilitate a Centralized detention facility

Initiative Duration

2-3 Quarters

Key Sponsor

TBD input required

Relative Initiative Priority Dimensions*
Strategic Priority

Medium

Frontline Impact

Medium

Implementation Complexity

High

Related Projects & Dependencies
Objectives

Crawl : Initiate the assessment for Centralized detention
facility identifying the key benefits, risks, facility challenges
etc. and publish a report for stakeholders buy in
Walk : Engage the stakeholders for necessary approvals,
policies and develop an action/implementation plan
Run : Identify the timeline and roadmap for the Centralized
detention facility and initiate the implementation and build

Business Benefits & Value
Reduced Risk:
● Reduced risk of prisoner transportation with only one
centralized place
● Dedicated prisoner care management, and administration
reduces the risk of multiple stakeholders involved in divisional
lockups
Streamlined operations and increased efficiency:
● Increased efficiencies and capacity improvements for frontline
officers due to dedicated prisoner administration and reduced
times for processing

● Interdependencies with the initiative 4: “Assessment for the
creation of a new division”. Need to understand and consider
shared synergies with a centralized detention facility (if any).

Objective
Alignment

1

2

3

4

5

3 - Infrastructure and Innovation
4 - Frontline Policing
5 - Business Administration

Assumptions
● PRP will invest in resources and study to undertake the
assessment for Centralized detention facility
● The inputs are received from broader stakeholders as well as
resources involved across multiple divisions, bureaus, and
functions
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Jurisdictional Scan
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Jurisdictional Scan - York Regional Police
York Regional Police is structured and operates in a similar divisional (district)
based model like the Peel Regional Police. The frontline resources in York are
deployed from 5 Districts across our region, each District has its own police facility
where officers report to and deploy from to patrol that specific area of the region.
Some of the key characteristics which we’ve seen across York Regional Police are:
● There’s an extensive use of Special constables in court and court enabling
duties (fingerprinting for courts); Special constables accounts for 90% of the
court staffing with only a few number of officers for armed presence.
● The temporary transfers to specialty bureaus / investigative units have a
defined stint duration (30 days - 6 month) and it’s very rare to have extension
beyond 6 month (usually in case of special language skills)
○ The transfer is usually approved after the impact assessment on
frontline and receiving a consensus from Divisional commander,
Staff Sergeant, and/or District Commander
● Service invested heavily in business intelligence where they have a full
time analytics unit with the organization; Custom built software enables to
slice/dice the data and provide dashboard to monitor KPIs, and current
sector/district information
○ YRP has trained all their members in force too; Constables have
access to their performance and metrics dashboards whereas
Staff sergeants can access the metrics and performances of the
resources reporting to him
● YRP measures the workload for frontline through 2 parameters Call Volumes,
and Response time which is consistent with the metrics used by Peel Regional
Police

53

Jurisdictional Scan - Toronto Police Service
Toronto Police Service is structured and operates in a similar divisional based
model like the Peel Regional Police. The frontline resources in Toronto are
deployed from 16 divisions across the region, each division has its own police
facility where officers report to and deploy from to patrol that specific area of the
region.
Some of the key characteristics which we’ve seen across Toronto police service
are:
● There’s an extensive use of Special constables (SC); SC’s are categorized
as Entry level and District Level. Entry level are used as document servers,
while District level have more training and work in field along with frontline
police (though there are certain restrictions - can’t arrest, can’t carry guns etc.).
SC also handles prisoner management within the court building and acts as
Liaison officers who documents court processes
● TPS measures workload in a similar way as Peel Regional Police, through
call volumes and response time. It was suggested there’s a need to start
tracking workload on a daily basis for a more accurate information. For eg:
How many occurrences are assigned in a day to a resource and how many did
he work on
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Prioritization of Key Initiatives

Prioritization of Key Initiatives
The following table presents a summary of the the prioritized initiatives in the prioritization matrix diagram. The numbers in this table reference the numbers in the
matrix diagram

Strategic
Priority

Frontline
Impact

Risk Level

Complexity

Conduct a culture assessment and develop a culture change plan

High

Low

High

Medium

Prioritization of staffing deployment for frontline/patrol

High

High

High

High

3

Develop and implement a data driven deployment model (Incorporating
workload metrics etc.)

High

High

Medium

High

4

Assessment for the creation of a new division

High

High

High

Medium

5

New staffing model with Special Constables

High

High

High

Medium

Organizational
6
Champion Employee Wellness (Early Intervention Program)

Medium

Medium

Medium

Low

7

Medium

Medium

Medium

Low

Medium

Medium

Medium

Low

High

High

High

Low

#

Initiatives

Pre - req

People
1
2

Define morale assessment metrics and incorporate into a cultural shift

Process
8
Streamline training process
9

Develop and implement temporary transfer policy and resource utilization
tracking tools

2
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Prioritization of Key Initiatives (cont’d)
The following table presents a summary of the the prioritized initiatives in the prioritization matrix diagram. The numbers in this table reference the numbers in the
matrix diagram

#

Initiatives

Pre-reqs

Strategic
Priority

Frontline
Impact

Risk Level

Complexity

High

Medium

High

Low

Data & Technology
10

Develop a comprehensive technology strategy (including a DEMS strategy)

11

Digital Evidence Management System with video analytics capabilities

10

High

Low

Low

High

12a

Frontline Mobility Support - MDU’s

10

High

Medium

Medium

Medium

12b

Frontline Mobility Support - Cell Phones

High

Medium

High

Medium

13

Mature the business intelligence capabilities

High

Medium

Low

Medium

14

Introduce Integrated Platforms and/or Robotic Process Automation

10

Medium

Medium

Low

Low

15

Real Time Operations Centre Development

13,3

Medium

Medium

Medium

Medium

Medium

Medium

Medium

High

Facilities
16

Assessment for the development of a Centralized detention facility
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Summary of Initiative Phases

Prioritization of Key Initiatives
#

Initiatives

Crawl

People
Conduct a culture assessment and Conduct a series of workshops,
interviews, focus groups and a
develop a culture change plan
survey to align the Command team
1
on PRP’s culture vision and strategic
aspirations. Assess PRP’s current
cultural traits (incl. strengths and
challenges)
Prioritization of staffing
Develop a scoring metrics in
alignment with command’s strategic
deployment for frontline/patrol
vision and prioritization of frontline
staffing; Socialize the scoring
2
metrics with broader stakeholders
(divisional commanders, bureau
heads, units/functions heads) for
necessary buy in;
Develop and implement a data
Selection of target stakeholder group
driven deployment model
to pilot initiative with; and defining
(Incorporating workload metrics
metrics/targets/SLA’s for informed
3
etc.)
deployment (recommend frontline
and CIB groups)

Walk

Run

Conduct a pilot intended to drive the
adoption of the behaviours through
action with a chosen unit or team

Conduct broader roll out
from the pilot by adopting
lessons learnt and
successes

Conduct the pilot to incorporate the
prioritization matrix and policies while
considering staffing and deployment

Plan to incorporate the
prioritization matrix and
policies for staffing and
deployment across the
service

Incorporate metrics/targets/SLA’s and
with deployment model of pilot group.
Communicate metrics to PSA if
applicable. Run pilot with a selected
group.

Plan for rollout of
deployment model with
specialty bureaus and
CIBs
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Prioritization of Key Initiatives
#

Initiatives

Crawl

Walk

Run

4

Conduct an assessment to
determine if an on additional
division is require and subsequent
impact on call volumes and
workload

Socialize the results with
broader stakeholders and look
for necessary approvals and/or
change in plans to address the
workload and call volumes

Develop a roadmap and
action plan for the
creation of a new division
(if the report supports the
need for new division)

5

New staffing model with Special Constables Conduct an assessment to identify
the positions and type of work
special constable can be
substituted within PRP, and start
the development for a formal
process for Special constable
inclusion, engage PSA

Formalize the Special
constable inclusion process
and conduct a pilot with a
selected unit/function within
PRP

Conduct broader rollout
of the special constables
program from the
lessons learnt and
successes of the pilot

People (cont’d)
Assessment of a New Division
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Prioritization of Key Initiatives
#

Initiatives

Organization
Champion Employee Wellness (Early
Intervention Program)
6

Define morale assessment metrics and
incorporate into a cultural shift
7

Crawl

Walk

Run

Identify the social, behavioral, and
environmental indicators for
burnout and distress, and
formulate the action plan to
address these findings

Implement the action plan and
wellness framework in a pilot
approach for a selection of
target stakeholder group

Rollout the wellness
action plan across the
service based on the
pilot’s lessons learned

Identify and define the assessment
metrics, and finalize the
assessment framework and action
plan to address the finding

Implement the action plan and
assessment framework in a
pilot approach for a selection
of target stakeholder group

Rollout the assessment
across the service based
on the pilot’s lessons
learned. Integrate the
results to inform
workload distribution
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Prioritization of Key Initiatives (cont’d)
#

Initiatives

Process
Streamline training process
8

9

Crawl

Conduct an assessment of key
training improvement areas for
capacity and technology usage and
identify key solutions

Walk

Develop an implementation
plan with key solutions
(e-learning, blended learning,
simulation based etc.) and
conduct a pilot

Develop and implement temporary transfer Engage key stakeholders across
Conduct a pilot to rollout the
policy and resource utilization tracking tools the service to identify and define a policy for selected
temp transfer policy (defined stint division/unit/functions
duration, rotational program etc.),
along with the implementation plan
and timeline

Run

Conduct service wide
rollout/implementation
based on the learnings
from the pilot

Implement the temp
transfer policy across
the service based on the
learnings from the pilot
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Prioritization of Key Initiatives (cont’d)
#

Initiatives

Data & Technology
Develop a comprehensive technology
strategy (including a DEMS strategy)
10

Develop an IT strategy and
roadmap based on the business
strategic objectives

Digital Evidence Management System with
video analytics capabilities

Conduct jurisdictional and market
scan of leading practice DEMS
solutions

Frontline Mobility Support - MDUs

Develop a broader rollout plan for
the MDU replacement

Frontline Mobility Support - Cell phones

Develop a broader rollout plan for
cell phones deployment

11

12a

12b

Crawl

Walk

Run

Develop DEMS strategy and
Develop
incorporate into the IT strategy communications to IT
staff and officers about
roadmap
the IT roadmap
Procure DEMOs solution
Conduct a broader roll
(Develop RFP, review with
out of the DEMS
stakeholders, vendor demos,
solution to stakeholders
etc)
at PRP, including policy,
processes, and training
Define additional capabilities
Conduct broader roll out
of the piloted capabilities
for the MDUs and conduct a
pilot for high priority capabilities on the MDUs based on
lessons learnt
Define additional capabilities
Conduct broader roll out
of the piloted capabilities
for the cell phones and
conduct a pilot for high priority on the cellular devices
based on lessons learnt
capabilities
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Prioritization of Key Initiatives (cont’d)
#

Initiatives

Crawl

Walk

Data & Technology (cont’d)
13
Mature the business intelligence capabilities Conduct analysis for data
management leading practices

14

Introduce Integrated Platforms and/or
Robotic Process Automation

15

Real Time Operations Centre

Facilities
Assessment for the development of a
Centralized detention facility
16

Run

Set data framework, definitions
and classifications. Develop
data dictionaries, policies,
procedures. Communicate
policies and procedures
Determine whether Integrated
Identify with stakeholders the
systems, data points, uses
Platforms or RPA initiatives to
cases to implement, with all
pursue based on IT strategy
risks, issues, dependencies
Engage key internal and external
Develop business case for
stakeholders on initiative. Conduct RTOC funding (scope, location,
plan, timelines, resources,
jurisdictional scan
cost)

Procure business
intelligence tools.
Rollout in increments
with a focus on frontline

Initiate the assessment for
Centralized detention facility
identifying the key benefits, risks,
facility challenges etc. and publish
a report for stakeholders buy in

Identify the timeline and
roadmap for the
Centralized detention
facility and initiate the
implementation and
build

Engage the stakeholders for
necessary approvals, policies
and develop an implementation
plan.

Conduct rollout of the
Integrated Platforms or
RPA on small
increments of systems
Procure equipment,
prepare facility, install
and fit RTOC
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Thank you
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