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Police Complaint and Ordered Investigation
Statistics by Department (2023/2024)

Stl'atl'imx Tribal Police Service

POLICE COMPLAINTS

ORDERED INVESTIGATIONS 3

© 0

West Vancouver Police Department

POLICE COMPLAINTS 11 ©

ORDERED INVESTIGATIONS 1 ©
Vancouver Police Department

POLICE COMPLAINTS 306 ©

ORDERED INVESTIGATIONS 30 ©
Port Moody Police Department

POLICE COMPLAINTS 13 ©

ORDERED INVESTIGATIONS o ©

New Westminster Police Department

POLICE COMPLAINTS 19 ©

ORDERED INVESTIGATIONS 2
Delta Police Department

POLICE COMPLAINTS 26 ©

ORDERED INVESTIGATIONS 1 ©
Central Saanich Police Service

POLICE COMPLAINTS 5 ©

ORDERED INVESTIGATIONS 1 ©
Saanich Police Department

POLICE COMPLAINTS 36 ©

ORDERED INVESTIGATIONS 1 ©

® 6 6 0 6 o6

Oak Bay Police Department

POLICE COMPLAINTS 1

ORDERED INVESTIGATIONS

Victoria Police Department

POLICE COMPLAINTS 68 ©

ORDERED INVESTIGATIONS 5 O
Abbotsford Police Department

POLICE COMPLAINTS 69 ©

ORDERED INVESTIGATIONS 5 ©
Nelson Police Department

POLICE COMPLAINTS 9 O

ORDERED INVESTIGATIONS 1 ©
Metro Vancouver Transit Police

POLICE COMPLAINTS 23 O

ORDERED INVESTIGATIONS 30

CFSEU (Organized Crime Agency of BC)

POLICE COMPLAINTS 1

ORDERED INVESTIGATIONS 0

(2]

Surrey Police Service

POLICE COMPLAINTS

83

ORDERED INVESTIGATIONS 9

© 0

© INCREASE FROM 2022/2023
NO CHANGE FROM 2022/2023
© DECREASE FROM 2022/2023
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Complaint Submitted H O s N 7

Online, mail, email, in person,

phone, police department ‘ , ? ‘ , ? I

A Discipline Authority is generally a senior
Admissibility assessment ranking police officer who is required to make

a determination regarding the investigation
All complaints are reviewed by the OPCC to determine

and discipline of police officers alleged to have
whether there will be an investigation

committed misconduct.

. . Final
Complaint Complaint s .
. L Investigation Decision
Resolution Investigations
Report
Method for parties to Completed by police Report containing all Discipline Authority will
resolve a complaint. with civilian oversight by investigative materials. determine whether there
Involves the participation the OPCC. Reviewed by OPCC to is. i o'ppearonce. “
of a complainant and the ensure the investigation is oellice @ity aimiss

police officer in arriving at misconduct.
a meaningful resolution of

the complaint.

T I

thorough and complete.

For a complaint to be The OPCC actively reviews
admissible, it must investigations and can provide advice or
contain three criteria: direction on required investigative steps

. . to ensure investigations are thorough.
e An allegation of police

misconduct as defined The PCC can appoint external police

under section 77 of the agencies to investigate complaints. The

Police Act. PCC can initiate investigations without a
e It must be filed complaint.

within one year of Investigations must be completed within

six months unless the OPCC extends the
deadline.

when the incident
occurred (unless the

Police Complaint

Commissioner grants
an extension).

e |t must not be frivolous
or vexatious.
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While the OPCC reviews all findings, complainants

No Misconduct

may request a review of their complaint if they
disagree with the finding.

If the Police Complaint
Commissioner disagrees
with the finding of no
misconduct, the Police
Complaint Commissioner
can appoint a retired judge
to review the matter.

DISCIPLINE PHASE

Public Hearing
or Review on the
Record

Pre Hearing

Discipline

Misconduct Proceeding

Conference

Matter will proceed to the Confidential, without

Hearing involving If the PCC determines it is

Discipline phase.

|

Complainants can make
submissions about their
complaint, the adequacy
of the investigation,

and the disciplinary or
corrective measures.

prejudice meeting where
proposed disciplinary
or corrective measures
will be discussed and
agreed upon.

If no agreement can
be reached, the matter
will go to a discipline
proceeding.

evidence from the police
officer, the investigator,
and any approved
witnesses.

The Discipline Authority
will make a finding about
whether the police officer

committed misconduct,
and if so, the appropriate

discipline.

in the public interest, the
PCC will appoint a retired
judge to review the matter
and arrive at their own
determination. Both of
these processes are open
to the public.

I

The OPCC can reject proposed

disciplinary or corrective measures if
they are not appropriate or adequate.

If rejected, the matter will go to a
discipline proceeding.

Complainants may request a review of their
complaint if they disagree with the finding.

Police officers are entitled to a Public Hearing if
the disciplinary measure imposed is dismissal
or reduction in rank. The Police Complaint
Commissioner may arrange a Review on the
Record instead if the circumstances warrant it.

The Police Complaint Commissioner may also refer matters to Crown Counsel for consideration
of prosecution, or make recommendations to police boards or to government regarding policies,
practices, or systemic issues that may contribute to the misconduct.
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How We Work

Complaints and Investigations in 2023/2024:

Intake, Assessment, and Investigation

1,488

Total files
Opened

Ordered Mandatory external Police Questions/ Service/ Internal
investigations investigations complaints Concerns Policy complaints discipline

(Serious harm)

*3 Police complaints were discontinued under S.89

*26 Police complaints were withdrawn prior to an
admissability determination

*11 Police complaints were pending admissibility

Admissible as of May 31, 2024

No further action

Assigned to
complaint resolution

Investigations from
previous years
carried over into
2023/2024

Assigned to
investigation

NOTE: not all investigations are active, as
some may be suspended due to concurrent
criminal investigations or prosecutions and
some may not be fully investigated (withdrawn
or discontinued).

Withdrawn
or discontinued

Successful complaint
resolutions

Proceed to
investigation

Investigations

OFFICE OF THE POLICE COMPLAINT COMMISSIONER
ANNUAL REPORT 2023/2024

Monitor files

Reportable injuries

24 Mandatory external
investigations (Serious
Harm)

12 Ordered investigations
12 Police complaints

2 Internal discipline
Investigations

*54 Complaint
resolution files are
pending as of May
31,2024

*2 Successful
resolutions were
from complaints not
originally streamed
to complaint
resolution



Supporting and
Seeking Reconciliation
with Indigenous Peoples

The OPCC'’s work in police accountability and oversight is inherently connected to Canada’s
legacy of colonialism and the historical traumas between police and Indigenous Peoples,
communities and way of life. The OPCC is committed to recognizing and understanding the
historical and ongoing wrongs committed against Indigenous Peoples and the legacy of
colonialism, and valuing the resilience of Indigenous cultures and communities.

The OPCC’s commitment to lasting and meaningful truth
and reconciliation is implemented within the framework of
the United Nations Declaration on the Rights of Indigenous
Peoples (UNDRIP), the Truth and Reconciliation Calls

to Action (TRC), the National Inquiry into Missing and
Murdered Indigenous Women and Girls (MMIWG), and
the Declaration on the Rights of Indigenous Peoples Act
(DRIPA). This includes understanding, acknowledging,
and addressing our role in historic and ongoing colonial
practices, deepening our relationships with Indigenous
communities, and undertaking an anti-racism approach to
all facets of our work.

We are committed to these efforts but acknowledge that
we have much work to do in developing and sustaining
trust and positive relationships with Indigenous Peoples,
leadership, organizations, and communities. We continue
to prioritize a multi-year project aimed at improving

our Office’s responsiveness to the needs of Indigenous
Peoples. This past year we received findings from an
external consultant supporting our Indigenous Accessibility
Project, which identified key learnings from participants.
These included opportunities to build better, trusting
relationships, such as:

e Collaborating with Indigenous communities at a formal
level (e.g., advisory groups);

e Investing in relationship-building exercises with
Indigenous communities, organizations, and staff;

e Substantively increasing outreach in community to
promote services and accessibility;

e Articulating the values of compassion and care to all
complainants in the process;

e Developing accessible public education materials; and

e Addressing over-reliance on mandated forms.

Looking ahead, the Commissioner will be leading more
outreach and engagement in 2024/25 with a focus on
relationship building with Indigenous leadership groups
and support agencies to benefit from their knowledge,
expertise, and insight. We are committed to building
meaningful relationships and hearing the voices of those
affected by potential policing misconduct and the unique
issues faced by Indigenous community members. This
outreach will also include Indigenous leadership in Surrey
as the community approaches the final stages of the
transition from the RCMP to the Surrey Police Service.
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OPCC'’s Reconciliation Journey

Our Office is committed to performing its mandate with
cultural awareness, sensitivity, and agility, and to strengthen
an accessible and culturally safe police complaint process
for diverse Indigenous community members. Over the last
few years, we have had the privilege of working with an
Indigenous Cultural Safety Advisor who participates on
appropriate investigative files to provide staff with expertise
and advice so we can better oversee investigations and
communicate with Indigenous complainants to ensure we
are not causing further harm. Our Advisor has also led
workshops with staff at all levels, with a dedicated session
on Foundational Understandings of Indigenous Cultural
Safety and Humility held during 2023/2024.

OPCC leadership is also committed to ongoing Indigenous
cultural safety training for all OPCC staff, including
mandatory San’yas Anti-Racism Indigenous Cultural
Safety Training: Justice course through Indigenous Health
and the Provincial Health Services Authority, as well as the
Using a Trauma-Informed Approach course through the
Canadian Police Knowledge Network.

In previous reporting periods, staff received presentations
from the Native Courtworker and Counselling Association
of BC, the BC Aboriginal Network on Disability Society
(BCANDS), and the BC Family Information Liaison Unit.
This past year, the OPCC was also involved in the Law
Society of BC Indigenous Engagement in Regulatory
Matters Task Force consultation.
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We also arranged and participated in a Complaint
Resolution Workshop with police agencies and an
Indigenous facilitator that included a presentation on
Indigenous culture, understanding the roots of the unique
relations between police and Indigenous peoples, and
Restorative Peace Circles in resolving complaints.

During the annual National Day for Truth and
Reconciliation, we took the opportunity to acknowledge
the truth of residential schools and their damaging legacy
that erased many facets of Indigenous culture, resulted

in the deaths of thousands of Indigenous children, and
caused intergenerational harm to survivors, their families,
and communities. For our Victoria staff, this included
learning about the local culture and practices of the
Lakw¥anan peoples at the historic Mungo Martin House
located in Thunderbird Park. For our staff on the Lower
Mainland, this included attending a First Nations Cultural
Program on Grouse Mountain to honour the resilience of
Indigenous Peoples.

We are also committed to diversifying the OPCC so that
we are representative of the communities we serve,
including posting career opportunities on Indigenous

job boards. We acknowledge that we must do better in
accessing, identifying, and hiring qualified Indigenous
staff while also ensuring a culturally safe and welcoming
workplace for Indigenous staff.



Outreach

and Education

Fulfilling our mandate means working to make the municipal complaint process
accessible and understandable for all the residents we serve, including the most
vulnerable and marginalized groups in our society. To support our accessibility
efforts, we engage with agencies who support people from diverse communities and

populations, advocacy groups, and public sector organizations to listen and learn about

barriers individuals face due to factors including language, gender, sexual orientation,

age, race, disability, and/or socioeconomics.

Community Engagement

In the past year, outreach and education efforts

have focused on connecting with community-based
organizations throughout our geographic oversight areas
to assist complainants who face language, identity,
newcomer status, age, disability, and other barriers in
navigating the police complaint process. OPCC staff
connected with more than 50 support agencies, of which
nearly half are new to working with the OPCC, to increase
awareness of municipal police oversight. We met with
these agencies online or in person on 25 occasions, with 20
of the organizations expressing interest in their staff and
volunteers receiving further training on municipal police
oversight. This is part of our goal to continue growing our
support agency network and we remain committed to
establishing more relationships in the future.

OPCC staff have also participated in conferences and
events such as the “Access to Justice” information sessions
at Camosun College in Victoria, and regular informational
seminars on the police complaint process for students in
the University of Victoria’s Faculty of Law.

We have also been updating and translating key

OPCC communication materials to educate and engage
with the multilingual communities we serve. Surveys and
consultations with multicultural agencies have confirmed
that language translations are the most important step
to engaging with communities where English is a second
language and/or members of the community may be
reluctant to exercise their legal rights. We expanded

our translated complaint forms to include Hindi, Filipino,
Spanish, Urdu, and French. General information and
complaint resolution brochures used in outreach and
education have also been translated into a total of 13
languages including Hindi, Persian, Filipino, Spanish,
French, Korean, Somali, Vietnamese, Arabic, Punjabi,
Urdu, Traditional Chinese, and Simplified Chinese. These
translated materials are available on our website and
have been distributed to municipal police departments
and community-based support agencies.
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Outreach and Education

Support Agency Assistance

Our Intake team offers complainant support in areas such
as documenting complaints, facilitating connections with
community-based supports, and providing referrals to
specialized resources and information for all complainants.

In the past year, Intake and Outreach staff made 30

direct connections between complainants and community
law clinics, organizations serving women experiencing
gendered violence, newcomers, seniors, Indigenous service
providers in urban areas, youth, people with AIDS, and
people with disabilities. These agencies met the evolving
needs of their clients by providing support in activities
including filing their police complaints, providing language
support, attending meetings, providing emotional support,
and preparing written submissions at various stages of the
process on behalf of complainants.

In 2023/2024, many of the community agencies listed
provided either information or direct assistance to those
seeking to access the police complaint process. We
recognize that staff and volunteers of these organizations
respond to requests for their help and expertise, and we
are grateful for their contributions:

OFFICE OF THE POLICE COMPLAINT COMMISSIONER
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e Archway Community Services

e Atira Women'’s Society

e Battered Women'’s Support Services (BWSS)

e British Columbia Aboriginal Network on Disability
Society

e Family Information Liaison Unit (FILU)

e HIM Health Initiative for Men

e Inclusion BC

o Keeping Families Together

e Law Students’ Legal Advice Program (Vancouver)

e Men'’s Therapy Centre

¢ MOSAIC BC

e Native Courtworker and Counselling Association of BC

e Nelson Cares Society — the Advocacy Centre

e Ribbon Community (formerly AIDS Vancouver)

e RISE Women'’s Legal Centre

e The Law Centre (Victoria)

e Victoria Brain Injury Society

e Victoria Sexual Assault Centre

e Salal Connect — Sexual Violence Support Centre
(Formerly WAVAW)

e Surrey Women's Centre

e Vancouver Women'’s Health Collective

Click here to go to the OPCC website

for a list of support agencies. Please note,
not all agencies in the support agency
network are found on this list.

©



Deceit, section 77(3)(f)

Making a false or misleading oral or written statement,
or entry in an official document or record. Also includes,
destroying, mutilating, concealing all or part of an official
record or altering, erasing or adding to an official record
with the intent to deceive.

Discourtesy, section 77(3)(g)

On-duty conduct, where a police officer fails to behave with
courtesy due in the circumstances towards a member of the
public in the performance of duties as a member.

Discreditable Conduct,
section 77(3)(h)

On- or off-duty conduct where the members conducts
oneself in a manner that the member knows, or ought to
know, would be likely to bring discredit on the municipal
police department.

Improper Disclosure of
Information, section 77(3)(i)

Disclosing or attempting to disclose information that is
acquired by the member in the performance of duties as
a member.

Improper Off-Duty Conduct,
section 77(3)(j)

Off-duty conduct where a police officer asserts or purports
to assert themselves as a police officer and conducts
oneself in a manner that would constitute a disciplinary
breach of trust had the police officer been on-duty.

Improper Use or Care of
Firearms, section 77(3)(k)

Failure to use or care for a firearm in accordance with
standards or requirements established by law. This
includes negligent or unintentional discharges of a firearm
or unsafe storage of a firearm.

Misuse of Intoxicants,
section 77(3)(1)

Being unfit for duty owing to the effects of intoxicating
liquor or any drug, or any combination of them. Also
includes, accepting intoxicating liquor in a public place
without proper authority.

Neglect of Duty,
section 77(3)(m)

Failure to properly account for money or property received,
promptly or diligently do anything that is in one’s duty as
a member to do, or promptly and diligently obey a lawful
order of a supervisor, without good and sufficient cause.

This includes,

e Failing to conduct an adequate investigation

e Inadequate notes or documentation

e Failing to provide Charter Rights

e Failing to provide police identification upon request

e Driving dangerously without lawful authority

e Failing to comply with department policies or regulations
e Failing to follow a supervisor’s lawful order
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Issue

The public’s right to transparency and justice necessitates
a comprehensive review of any incident involving police
that results in death or serious injury. On a case-by-

case basis, such scrutiny is essential in ensuring that the
actions of law enforcement are necessary, proportional,
and lawful. Additionally, reviewing the actions of law
enforcement also serves the larger purpose of upholding
accountability and public confidence in policing. To address
this need, the Police Act stipulates that any instance of
police-involved “death or serious harm” be investigated.

In cases where the investigation reveals misconduct

or neglect there is accountability under the Police Act
including disciplinary and corrective measures. The review
may also conclude that police acted within the bounds of
the law and followed proper procedures, thereby affirming
the appropriateness of their actions.

Background

Police work is an inherently challenging profession that
can include involvement in volatile, dangerous and
unpredictable situations where split-second decisions may
have profound consequences.

The dynamic nature of such incidents requires police to
remain consistently alert, adaptable, and ready to respond
effectively to rapidly changing circumstances. Police must
consider the need to enforce the law and protect public
safety with maintaining public trust and confidence.

Various police departments have emergency response
teams (ERT) that respond to dangerous and high-

risk incidents. These teams are called upon to handle
situations involving armed suspects, hostage situations,
bomb threats, and other complex emergencies in which
conventional police responses may not suffice. Members
on these teams may also act as crisis negotiators and
employ advanced communication techniques to de-
escalate volatile situations with the goal of resolving
matters peacefully.
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ERT responses and interventions are often carried out in
rapidly evolving and dangerous circumstances, where
members must weigh the need to resolve situations safely
while minimizing risk to civilians, officers and suspects.
Given the nature of this work, the potential for unwanted
outcomes, such as death or serious injury, is heightened.

Applicable Law

The BC Police Act mandates specific procedures to

be followed in the event of a police-involved death or
serious injury. In these cases, an investigation is typically
conducted by the Independent Investigations Office

(I10) to assess whether any member involved may have
committed a criminal offence.

In addition to the investigation undertaken by the 110,

a separate administrative investigation is conducted

under the oversight of the OPCC. This review does not
consider whether a criminal offence has occurred but
instead evaluates the actions of the member(s) involved to
determine whether their conduct adhered to established
policies, procedures and training. It also assesses whether
the actions of police amount to professional misconduct and
require the taking of disciplinary or corrective measures.

Case Study

Members of Saanich Police Department responded

to an armed robbery in progress at a bank located in
Saanich, British Columbia. The two suspects involved
were reported to have entered the bank wearing
balaclavas and body armour and carrying high powered
rifles. Patrol members first attended and encountered
the two suspects outside of the bank; commands were
given for the suspects to surrender. The Greater Victoria
Emergency Response Team (GVERT) which included
members from both the Saanich and Victoria Police
Departments, were nearby and responded promptly.



As the GVERT vehicle approached the scene, the suspects
fired multiple rounds at police and their vehicle in quick
succession. The police returned fire and issued commands
to stop but the suspects continued firing at police. To ensure
public safety, officers continued to engage the suspects
until they no longer presented any threat. The gunfire lasted
approximately 25 seconds. The two suspects succumbed

to their injuries at the scene. Additionally, six officers were
shot on scene, with some obtaining significant injuries.
Fortunately, and in large part due to the decisive and
professional response of police, no members of the public
received any injuries during this incident.

The 110 assessed the force used by police and concluded
that there were not reasonable grounds to believe that a
member had committed an offence, and therefore did not
refer the matter to Crown Counsel for consideration of
charges.

The Police Act investigation highlighted the exemplary
efforts of the police. It revealed how members from
various departments and units, including GVERT,
general duty officers, and off-duty members, rapidly and
effectively mobilized in response to the incident. From the
time members were dispatched, to the time the threat
was neutralized was a span of just 14 minutes and 33
seconds. During this period, members formulated and
coordinated an operational plan, exercised quick and
precise decision-making and demonstrated adaptability
and responsiveness.

The force utilized by members was deemed to be in
accordance with departmental policy, demonstrating

the strategic and procedural integrity of their response.
Here, members followed the “priorities of life” hierarchy,
which emphasizes the safety of 1) hostages or civilians 2)
police and 3) suspects. Members made the quick decision
to challenge the suspects, prioritizing public safety

before their own. Furthermore, the members undertook a
thorough decision-making process before discharging their
firearms, ensuring that every action was justified.

We further note that after the threat diminished, ERT
members acted quickly and provided crucial and critical
medical attention to their colleagues and the suspects,
to attempt to limit the severity of injuries. This prompt
response not only underscores their medical training but
also highlights their ability to act swiftly and effectively
under pressure.

Conclusion

The ability to handle such high-pressure situations with
precision highlights the inherent challenges of police
work, revealing the difficult decisions and actions required
to protect both the community and their colleagues.
While police may face many difficulties and dynamic
circumstances in their role, it is imperative that police
interactions involving death or serious harm are reviewed
to ensure that officers’ actions are align with established
policies and procedures. Rigorously examining such
matters upholds public trust but also ensures that police
practices are fair, which ultimately supports the broader
goal of ensuring effective and responsible policing.
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Issue

An OPCC focus is the mistreatment of Indigenous Peoples
who have and continue to experience marginalization by

the justice system, including police. The OPCC is also a part

of this system and must continue to improve accessibility
to its services to those who are disproportionately
impacted by systemic biases.

Within the police complaint process, mechanisms are in
place to address individual and cultural needs. One such
way is through Alternative Dispute Resolution (ADR), which
provides an opportunity to resolve disputes in a manner
that is both inclusive and sensitive to diverse backgrounds.
Through ADR, police departments can work towards
fostering trust with communities and promoting equitable
policing, while also ensuring that individuals are treated
with dignity and fairness regardless of their background.

Background

When filing a complaint against a municipal police officer,
the complainant can choose to resolve the issue through
ADR. ADR allows complainants to actively participate in
resolving their complaint, working directly with the police
involved to reach a meaningful agreement. This process
can lead to more satisfactory outcomes by enabling
engagement and individual perspectives. ADR provides
the opportunity for individuals to share their concerns and
provide direct input in a neutral setting. This opportunity
for open and honest communication also aids in breaking
down barriers and strengthens the relationship between
police officers and the communities they serve.

We recognize that complainants may have diverse needs,
and to better support these needs, the ADR process can
incorporate culturally relevant practices or protocols. This
adaptability ensures that the resolution process is more
inclusive and sensitive to the unique backgrounds and
circumstances of each individual, enhancing the overall
effectiveness and satisfaction with the process.

OFFICE OF THE POLICE COMPLAINT COMMISSIONER
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To better support Indigenous complainants, the
Vancouver Police Department (VPD) has been actively
working to create culturally relevant resolutions for
appropriate complaints. Aligned with ADR principles,
the VPD has introduced Indigenous Healing Circles as a
restorative approach to complaint resolution. While this
is an initiative developed by the VPD, the OPCC has
been fully supportive and have worked collaboratively
to ensure that all Police Act requirements are met

and satisfied.

Healing Circles are a deeply respected traditional method
of complaint resolution within Indigenous communities,
known for their ability to address conflicts and harms in a
supportive, respectful environment. This process gathers
individuals as equals to discuss perceived harms, needs,
obligations, and necessary engagements, with the aim of
fostering positive relationships and accountability within
the community.

Case Study

This case involves an Indigenous family who were not
provided culturally safe mechanisms and felt dismissed by
police during a criminal investigation.

The OPCC reviewed the complaint and found it was
suitable for an ADR attempt through VPD'’s Restorative
Complaint Resolution process.

A Healing Circle ceremony was facilitated by an
Indigenous mediator and cultural guide. Prior to the
ceremony, the investigator appeared to be open to
learning about Indigenous protocols and was receptive
to the complainant’s advice and feedback on how to
conduct the ceremony. Present at the ceremony were
the involved parties, an Indigenous elder, the respondent
member’s union representative, and the investigator
assigned to the Police Act file.



The specifics of what was discussed within the circle will
not be discussed in order to respect the private and sacred
nature of the Healing Circle. We can note that the incident
leading to the complaint was discussed in detail, and that
each participant had the opportunity to bring forward their
concerns. At the end of the Healing Circle, participants
advised that they were each satisfied that the matter had
been addressed.

Following this process, the OPCC contacted the
complainant to obtain feedback about the process. The
complainant noted that the ceremony was meaningful, she
felt heard, and the respondent member was open to her
perspective and demonstrated a willingness to learn from
the experience.

The resolution agreement was reviewed and accepted
by the OPCC, and the file was subsequently successfully
resolved.

Conclusion

This file highlights the use of ADR, in particular restorative
Healing Circles, and underscores their significant

benefits, particularly when addressing the need to rebuild
community trust in police. ADR offers a collaborative

and inclusive approach to resolving conflicts, allowing

all parties involved—complainants and police members
alike—to engage in open dialogue, with the goal of
achieving a mutual understanding.

For complainants, ADR can provide a platform for their
voices to be heard and their concerns to be addressed

in a manner that respects their cultural needs, leading

to greater satisfaction with the resolution process.
Additionally, restorative Healing Circles offer valuable
learning opportunities for police officers. By participating
in these circles, members can gain deeper insights into the
experiences and perspectives of complainants, fostering
communication and enhancing their understanding of the
impact of their actions.

Healing Circles strengthen community bonds, heal wounds,
and enhance accountability, enabling members to thrive,
feel valued, and engage in challenging conversations.
This reflective process aids in rebuilding trust between
Indigenous communities and the police, fostering more
equitable and respectful interactions moving forward.
Ultimately, ADR not only facilitates resolution but also
encourages personal growth and systemic enhancement
within law enforcement. Although Healing Circles have
been recently implemented, and are not yet widely used,
their benefits for achieving meaningful, accountable, and
culturally relevant resolutions are already evident.

In alignment with the recommendations from the National
Inquiry into Missing and Murdered Indigenous Women
and Girls, the Truth and Reconciliation Commission’s Final
Report, and the province’s Declaration on the Rights of
Indigenous Peoples Act, we aim to build relationships
with Indigenous partners to learn how best to incorporate
restorative and transformative approaches into the
complaints process.

Through this approach, the OPCC seeks to honour
Indigenous perspectives and make the complaint process
more culturally safe and inclusive. While this is one
example of a culturally relevant resolution, we also seek
to implement other culturally relevant processes and
ceremonies. In doing so, we aim to improve access and to
demystify Police Act processes and procedures.
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Issue

Every employee has the right to be treated fairly and
respectfully in the workplace. Building and maintaining

a respectful environment is a shared responsibility

for everyone at the workplace and is often codified in
workplace policies or guidelines. Supervisors in particular
have an important role in shaping the workplace culture
by communicating expectations of appropriate workplace
behaviours, leading by example, promoting a safe and
trusting environment, and by taking action when they
become aware of possible workplace harassment.

Workplace harassment can manifest in various forms, and
can include, but is not limited to, bullying, gender-based
discrimination, verbal abuse and sexual harassment. Such
behaviour by a police officer with another police officer or
a member of the public would properly constitute the basis
for a misconduct complaint. Ensuring that women are safe
and not subjected to workplace harassment or reprisal for
raising concerns are priorities for the OPCC.

In recent years, workplace harassment in policing has
garnered significant attention, highlighting the need for
comprehensive actions to address and prevent such
issues within departments. Numerous reviews, lawsuits,
and media reports have highlighted concerns regarding
workplace cultures, revealing gaps in leadership and fears
of reprisal among those who wish to report incidents.

Background

In the 2023/2024 reporting period, the OPCC reviewed
11 investigations into violations of a police department’s
workplace harassment policy. Of these investigations,
55% resulted in at least one substantiated allegation and
disciplinary and/or corrective measures were imposed.

If allegations are not resolved informally between the
involved parties, allegations of workplace harassment are
dealt with either under the public trust division (Division 3)
of the Police Act with contemporaneous, civilian oversight
by the OPCC, or under the internal discipline (Division 6)
procedures of the police department. All police departments
must develop these procedures and they must be filed with
the relevant police board and the OPCC.
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To ensure matters are appropriately characterized and
properly investigated, the OPCC requires that all police
departments under its jurisdiction notify the OPCC at the
outset of any incident involving violations of the department’s
respectful workplace policy requiring investigation. This
practice allows the OPCC to review the initial information
and circumstances of the incident to determine whether the
Police Complaint Commissioner will initiate an investigation
into the incident. There may be incidents where there is an
overriding public interest in having the conduct investigated
as a disciplinary breach of public trust under the impartial
civilian oversight of the OPCC.

Applicable Law

Every individual is entitled to equal treatment in
employment without discrimination. If someone suffers
harm related to any aspect of their identity, such harm is
protected under the BC Human Rights Code. Additionally,
WorkSafeBC mandates that all employers must both
prevent and address bullying and harassment in the
workplace?. The courts have also ruled in favor of female
police officers experiencing workplace harassment, as
demonstrated in the Merlo v. Canada case (2017).

Under the Police Act, police departments will either
categorize allegations involving violations of respectful
workplace policy under Discreditable Conduct or Neglect
of Duty and some allegations may involve criminal
allegations of sexual assault.

What are the concerns?

Incidents of workplace harassment pose significant
and serious occupational and public health concerns by
severely impacting individuals’ emotional and physical
well-being and can undermine the overall effectiveness
of departments.

2 Responsibilities under the Code as an employer - BC's Office of the
Human Rights Commissioner (bchumanrights.ca))


https://bchumanrights.ca/human-rights/rights-and-responsibilities/employer/
https://bchumanrights.ca/human-rights/rights-and-responsibilities/employer/

As noted, and of particular concern, is the effect of
workplace harassment on female officers. The journey
towards inclusion in policing has been met with
challenges, and numerous studies highlight the specific
difficulties that female officers face, underscoring the need
for ongoing efforts to address and resolve these issues.
Ensuring the safety of female employees in the workplace
is crucial, especially in environments like policing where
power dynamics can create vulnerabilities. Harassment
and misconduct can severely impact female officers’
attitudes toward their work, as well as their physical and
mental health. Despite increasing awareness of workplace
harassment, it remains a persistent issue, with many
individuals still hesitant to report due to fear of retaliation
or a lack of support.

Case Examples: For example, as reported in the 2021-2022
OPCC Annual Report, the creation of a video mocking and
minimizing the severity of sexual harassment investigations
within the department revealed a concerning attitude
amongst some police officers as it relates to sexual
harassment. This attitude reflected the condoning of very
troubling and misogynistic behaviour as “black humour.”
Some officers who forwarded the video to other fellow
officers viewed the video to be a “skit”, a “spoof” or a
“parody” and to be indicative of “police humour” despite
that the underlying subject matter was in relation to sexual
harassment within the workplace and/or policing.

This video was disseminated to other members, including
those in a senior rank, before it was brought to the
attention of the department’s Executive and Professional
Standards Section. This matter highlighted the presence of
cultural concerns which may have factored in this incident.
The respondent members involved received disciplinary
and corrective measures, which included a written
reprimand, one-day suspension without pay, five-day
suspension without pay, requirement to review Respectful
Workplace Policy with a supervisor and completion of
online training.

In another example, a senior police officer in a supervisory
and leadership role demonstrated a pattern of predatory
behaviour towards four female officers, three of whom

were junior officers. In some of these instances, the member
allegedly made unwanted physical contact and commented
on their appearances. This behaviour was particularly
concerning due to the significant power imbalance

between the officer and the female officers, as many were
his subordinates. Following a Review on the Record, the
adjudicator concluded that the officer’s conduct amounted
to workplace sexual harassment. As a result, the disciplinary
action taken was dismissal.

Given the seriousness of these allegations and the
significant impacts of workplace harassment, we closely
monitor and address such issues.

Efforts to Address Concerns

Understanding that workplace harassment, bullying,

and sexual harassment may reflect deeper cultural or
organizational issues within a police department, the
OPCC actively provides recommendations to police
boards and the Director of Police Services. The OPCC
has proposed several recommendations to either police
boards or government to address these issues, including
reviewing departmental culture, updating respectful
workplace policies, enhancing training, and refining related
procedures. In certain instances, the OPCC has advised
police boards to seek independent external expertise in
human resources management to assist in these reviews.

Police Boards, like any employer, must actively take
preventative measures where necessary to prevent future
misconduct and to ensure a safe work environment.

The Police Act places a mandatory obligation on police
boards to ensure that there are sufficient standards,
guidelines, and policies in place to prevent neglect and
abuse by police officers. In the above two examples, the
police board took comprehensive action as result of these
recommendations.
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Conclusion

Despite the growing acknowledgement of workplace
harassment, it is still ongoing. Police leadership and police
governing bodies have a responsibility to instill values and
guiding principles that reflect current societal expectations
and standards and to ensure that harmful attitudes and
behaviours in the workplace are swiftly and appropriately
dealt with. This requires systemic change in workplace
culture. Mobilizing individuals to confront and educate each
other can effectively shift beliefs and attitudes, but this
effort must be supported by systemic shifts and reforms.
Strengthening whistleblower protections and providing
robust support for those who report harassment, bullying
or sexual misconduct is crucial for protecting employees.
Of equal importance is ensuring that female officers are
fully supported in raising workplace harassment concerns
without fear of reprisal, confidentiality is protected, and
that supervisors understand and discharge their obligation
to identify and address such concerns, when possible.

28 OFFICE OF THE POLICE COMPLAINT COMMISSIONER
ANNUAL REPORT 2023/2024



Issue

Police service dogs (PSDs) are considered an intermediate
weapon in the context of use of force, and are utilized by
police for various tasks, such as searching and locating
suspects and for arresting individuals. Their use, like other
forms of force, is governed by policies and standards to
ensure appropriate deployment. Police dog handlers are
responsible for adhering to these guidelines to maintain
effective and responsible use of the PSDs, which are
trained and authorized to apprehend persons through
controlled bites. However, there is a possibility that PSDs
may accidentally bite individuals. Police dog bites can
cause significant and serious injuries. Therefore, it is
essential to have robust checks and balances to ensure
that PSDs are used appropriately and in accordance with
established standards and policies.

Background

In British Columbia, the provincial policing standards for
PSDs? guide their use. PSDs and their human handlers
must undergo rigorous training and certification to ensure
they meet high standards of competence and control.
Police dog handlers take careful measures to prevent the
dog from biting when it is reasonable to search for, locate,
arrest, or apprehend a person without using force. These
measures include, but are not limited to, shortening the
leash, maintaining visual contact with the dog, and calling
the dog back as needed.

3 https://wvww2.gov.bc.ca/assets/gov/law-crime-and-justice/criminal-

justice/police/standards/1-4-principles-standards-police-service-dogs.pdf

Before a bite occurs, police dog handlers are required to
issue a loud verbal warning, unless it is impractical to do
so. This warning is meant to alert the individual that their
continued behaviour may result in a bite. As per Provincial
Policing Standards, the deployment of a police dog must
be proportional to the level of risk posed to the officer, the
suspect, and the community. In deciding whether to use

a PSD, dog handlers must have grounds to deploy the
PSD, and must weigh the need to locate or apprehend
someone with the potential for the dog bite to result in
injury. Following the use of a PSD, dog handers are held
accountable, and must document and articulate the use of
PSDs, and provide details on the circumstances, such as the
behaviour of a suspect and their level of resistance prior to
the deployment, and the outcomes of each deployment.

What are the concerns?

Police departments are required to notify the OPCC

when an incident involving police results in an injury
requiring hospital treatment, these are called “reportable
injuries.” Over the last five years, the OPCC has received
2143 reportable Injuries from police. One of four of these
reportable injuries relate to an injury caused by a dog bite.

It should be noted that not every use of a PSD where

a bite occurs will trigger an investigation, as police

may be authorized to use PSDs in accordance with

policy and standards. When reviewing PSD related

files, the OPCC considers a range of factors, including

the subject’s reported responses and behaviours, the
justification provided by the police for their use of a PSD,
the availability of video and witness evidence, whether a
complaint was filed with the OPCC regarding the bite, and
the nature and extent of any injuries.

The following case highlights an instance where it was
determined that the deployment of a PSD was not
necessary, and deemed as reckless.
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Case Study

The OPCC received a complaint from an individual, who
reported that their child (the affected person), who is
Indigenous, was walking with a friend when a police dog bit
their left leg without warning and pulled him to the ground.

The respondent member, who was the dog handler,
reported that he and his PSD had responded to a report
of a crime involving two individuals who had fled and
promptly conducted surveillance in the vicinity where the
individuals were believed to have fled.

The respondent member (who was alone) saw two youth
he believed to be the suspects, approached them and
informed them that they were under arrest. The member
repeatedly instructed them to get on the ground and
warned them that failure to comply could result in being
bitten by the PSD. Despite repeating his instructions twice,
the member alleged that the youth backed away. The
member then directed the PSD to engage the youth, which
resulted in the PSD making contact with the affected
person’s lower left leg and pulling them to the ground.
Once police gained control of the affected person, the
respondent member commanded the PSD to release. The
affected person sustained significant bite wounds to the
inside of their leg and was transported to hospital.

The affected person denied fleeing police or resisting
arrest. The affected person stated that they did not have
time to think or comply with police direction to get on the
ground before they were suddenly bit.

A senior officer at the Vancouver Police Department
(VPD), as Discipline Authority, determined that it did not
appear that the member committed misconduct during this
interaction. The Police Complaint Commissioner reviewed
their determination and disagreed. The Police Complaint
Commissioner appointed the Honourable Carol Baird Ellan,
retired provincial court judge, to review the matter and
arrive at her own decision based on the evidence. Retired
Judge Baird Ellan determined that the member utilized
unnecessary force when he used the PSD to apprehend
the youth by biting them.
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In arriving at her decision, Retired Judge Baird Ellan found
that it was not objectively necessary for the member to
act alone, as there were other officers in near proximity
conducting surveillance. In addition, Retired Judge Baird
Ellan determined that based upon the evidence, the youth
were neither immediately fleeing a crime, or eluding police
detection. As such, there was no suggestion of exigency
and the member did not need to challenge or immediately
apprehend the youth using the PSD. The prerequisite

for the deployment of the dog to apprehend by biting

was not met, and the use of force was determined to be
unnecessary and recklessly applied.

Conclusion

This case underscores the crucial role of accountability
mechanisms provided under the Police Act and the need
for thorough reviews of PSD deployments. It is important
to ensure that each PSD deployment meets the necessary
threshold and is grounded in warranted circumstances.
This review process not only reinforces public trust but
also enhances the effectiveness of law enforcement

by enforcing the current standards on deployment and
ensuring that officers deploy their PSDs within the
stipulated policy and law.

The OPCC has observed that dog bite injuries represent

a significant and concerning portion of the Reportable
Injuries received by this office. To address this, the OPCC

is committed to conducting thorough and comprehensive
reviews of all related reports and complaints received under
the Police Act. Through upholding important accountability
mechanisms under the Police Act, our objective is to verify
that PSD deployments are both justified and in accordance
with established protocols and policies. By reviewing these
cases closely, the OPCC aims to ensure that PSDs are used
appropriately and effectively.



Alternative Dispute Resolution:
A People-Centred and Accountable
Process

Alternative Dispute Resolution (ADR) processes offer another path that puts people first,
bringing complainants and officers concerned together to find a meaningful resolution.

The OPCC prioritizes ADR, specifically Complaint Resolution, because it has been shown to
be a more effective and timely method of resolving complaints, and provides complainants
with an opportunity to shape how their complaint is addressed. As shown on page 32, a
number of complaints were resolved using ADR during this reporting period.
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ADR in the OPCC complaint

process

Upon filing a complaint against a municipal police . ) .
officer, the complainant has the option to seek resolution Alternative Dispute Resolution
through an ADR process — either Complaint Resolution or (2019/2020-2023/2024)

mediation. If the Commissioner agrees, the process begins.

Complaint Resolution means that the complainant 300 23%

will work with a police investigator under the OPCC’s

oversight to reach a meaningful and accountable 250__. | 24% | ki 230 | 27% |
resolution, which is reviewed by our office. Each 39% A A

complainant must confirm that they are satisfied with

200—
the agreement to conclude the process.

150 |
Mediations are facilitated by independent professional

mediators and are completely confidential, with the
agreements reached being final and binding, provided
the issues are resolved in accordance with agreed upon

guidelines. 50
The Complaint Resolution and mediation processes 0
empower individuals to play an active role in the process, 2019/20  2020/21  2021/22  2022/23  2023/24

resulting in resolutions that are effective and meaningful
for all parties while also ensuring accountability. Open
and honest communication breaks down barriers and
help strengthen the bonds between police officers and *Of files concluded during the fiscal year noted
the communities they serve.
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. Complaints not resolved through ADR



“I certainly did find some good value in the process—It really was

of great help to me.”

What Complainants say about ADR

The feedback below is from OPCC ADR files created during the period covered in this report. All identifying information

has been removed.

The Process was Easy

“The investigator was very professional in all of their
interactions with me. They were very timely in responding
to me, and they were very flexible, offering to come to my
workplace to speak with me.”

“Our discussions went well, [the investigator] was very
professional, kind, and easy to speak with.”

Felt Understood

“It was good in the sense that [they] (the investigator)
were diligent in [their] communications with me. [They]
took [their] time to really understand my perspective and
concerns, [they] asked a lot of questions.”

“I would like to add my thank-you to the officers for their
participation and willingness to hear from me, hear where
| was coming from. | feel that this has now really been
resolved for me.”

“[The investigators] were professional, prompt, timely and
very empathetic in [their] communications with me.”

“I'm definitely satisfied with
the OPCC process. For me,
| just wanted the department
to hear my concerns, |
wanted the opportunity to
inform the officer.”

Positive and Accountable Outcomes

“I would say I'm very satisfied. My overall goal was for the
officers to have a moment of self reflection. | truly believe
the officers have taken the time to reflect on this incident. |
view this [the process of Complaint Resolution] as having
been a learning opportunity for the officers.”

“I was very satisfied. The agreement was well done. | felt
that | had an active part in it, and that | was heard. What |
felt was important was included in the agreement.”

“If | was asked, | would say it [Complaint Resolution] is
absolutely the right process to have engaged in, in these
circumstances. | would encourage other to engage in
it also.”

QUESTIONS OR CONCERNS

Police departments directly receive questions

or concerns about members’ conduct beyond

formal complaints about police misconduct. Police
departments are required to record those questions or
concerns and forward them to the OPCC for review.
Efforts are made to contact the person who brought
forward the question or concern to determine their
level of satisfaction with the department’s response.
In instances where our office is unable to reach the
complainant, the OPCC reviews the action taken by
the department and assesses whether the department
took adequate and reasonable steps to address that
person’s questions or concerns.

In 2023/2024, police
departments recorded 154
Questions or Concerns from
the public.
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Recommendations

The OPCC has an overarching goal of preventing

the recurrence of police misconduct that may have
contributed to a complaint or an investigation and may
make recommendations, often of a systemic nature, to
more broadly prevent future possible misconduct.

The Commissioner can act on his ability to make In 2023/2024, the Commissioner made seven
recommendations to police boards on matters of policy and recommendations to police boards. These recommendations
procedures, and to the Director of Police Services or the involve supporting improved training for police, and policy
Minister of Public Safety and Solicitor General to examine and procedure concerns at the local level as well as across
legislative, training, cultural or systemic issues. the province.

The following pages summarize key recommendations,
complaints and outcomes.
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USE OF FORCE REPORTING

Recommendation to the Vancouver Police Board

Accounting for items or practices of cultural significance in use of force scenarios

Recommendation

e That the Board review and amend, as may be
required, any policy, procedures and training in
relation to use of force and determine whether
items or practices of cultural significance are fully
considered.

e That the Board consider the requirements of Provincial
Policing Standard 3.2.6 (Training to Enhance Service
Delivery to Vulnerable Communities) to assist in
this review and development of relevant policies,
procedures or training.

Background

The OPCC ordered an investigation after receiving
information about members of the Vancouver Police
Department (VPD) using force against persons at an
Indigenous-led protest in downtown Vancouver. An external
police department investigated the officer’s conduct in
pulling the braid of an Indigenous person when removing
them from the location. The results of the investigation did
not support a finding of misconduct by police.

Upon review of the matter, the OPCC noted that the officer
was unaware of the cultural significance of the braid and,
therefore, did not consider its significance when deciding
to grab the braid as a means of removing the individual
from the location. Regarding the police response more
broadly, the OPCC highlighted BC Provincial Policing
Standard 3.2.6 (Training to Enhance Service Delivery to
Vulnerable Communities), which mandates police training
on matters of Indigenous cultural safety, and allows for the
development and delivery of this training in collaboration
with Indigenous organizations or representatives, in
alignment with the objectives of the Declaration on the
Rights of Indigenous Peoples Act.

Response to Recommendation

The Board responded that the VPD has taken steps to
address and incorporate enhanced cultural awareness and
cultural safety in policies, procedures, and training, as well
as to engage Indigenous and cultural populations to inform
further development of policy, procedures, and training and
strengthen community relations. Examples provided of the
steps taken included:

e Reality-based training for officers that incorporates
cultural considerations.

e Policies related to person searches address cultural
and religious considerations and includes a link to
a detailed guide discussing culturally, religiously or
spiritually significant items.

e A bi-monthly newsletter for all VPD employees
that provides education and guidance with respect
to cultural considerations from the VPD Diversity,
Inclusion & Indigenous Relations Unit.

e An Equity, Diversity, and Inclusion review of VPD
policies, procedures, processes, and training.

e Development of community liaison positions such as
the Indigenous Liagison and Protocol Officer; Vancouver
Aboriginal Community Policing Liaison Officer; and
Indigenous Relations Officer.

e Addition of a Cultural Advisor and Indigenous Liaison
Officer within the VPD'’s Investigation Division and
Operations Division respectively.

Next Steps

The OPCC reviewed the response to its recommendations
and took no further action with respect to this matter.
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