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REGULAR MEETING OF THE 
TASK FORCE ON RECONCILIATION, SOCIAL 

INCLUSION AND ENGAGEMENT 

Notice is hereby given of the following Regular Meeting of 
the Task Force on Reconciliation, Social Inclusion and Engagement 

January 11, 2021 at 1:00 p.m. 
Meeting to be held electronically under Ministerial Order No. M192 

AGENDA 
Call to order. 

ADDITIONS TO THE AGENDA 
Urgent/time sensitive matters only 

1. MOTION to Add or Delete Items from the Agenda.

ADOPTION OF MINUTES 

2. MOTION to adopt the minutes of the November 23, 2020, meeting.

UNFINISHED BUSINESS 

None. 

PRESENTATIONS AND REPORTS FOR ACTION 

None. 

NEW BUSINESS 

3. Diversity, Equity, Inclusion and Anti-Racism (DEIAR) Framework –
Summary Report and Process Update – Director of Human Resources
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4. Creation of the Reconciliation, Social Inclusion, and Engagement Advisory 
Committee: Combining the Multiculturalism, Seniors and Youth Advisory 
Committees  - City Clerk, Manager of Museum and Heritage Services 

 
Reconciliation  - Manager of Museum and Heritage Services and  New Westminster 

Police Department 
 
5. Referral from Council: New Westminster Police Department Letter dated 

November 26, 2020 and report Regarding Response to the Calls for justice – 
Listening and Learning through Respect and Understanding 

 
Social Inclusion  - Supervisor of Community Planning 
 
6. Community Action Network Next Steps and Report to Council 
 
7. Welcome Centre Update 
 
Engagement  - Manager of Public Engagement 
 
8. Compensation Policy for Participation of People with Lived Experience: 

Initial Research Findings and Draft Principles for Discussion 
 
9. Engagement Needs Assessment: Review and Feedback of Draft Tool for Staff 

Across the Organization 
 
10. Standards for Reporting Back on Engagement: Review and Feedback on 

Draft Approach 
 
NEXT MEETING 

 
The next meeting of the Task Force on Reconciliation, Social Inclusion and Engagement  
will occur on:  
 
Date: March 8, 2021 
Time: 1:00 p.m. 
Location: TBD 

 
 
ADJOURNMENT 
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REGULAR MEETING OF THE 
TASK FORCE ON RECONCILIATION, SOCIAL 

INCLUSION, AND ENGAGEMENT 
November 23, 2020  

Meeting held electronically under Ministerial Order No. M192 

MINUTES 

PRESENT:
Mayor Jonathan Cote, Chair
Councillor Chinu Das
Councillor Nadine Nakagawa
Councillor Chuck Puchmayr (Alternate)

STAFF: 
Mr. Rob McCullough - Manager, Museums and Heritage Services
Mr. Blair Fryer - Manager of Communications and Economic

Development
Mr. Dean Gibson - Director of Parks and Recreation
Mr. Steve Kellock - Senior Manager, Recreation and Facilities
Ms. Jacque Killawee - City Clerk
Ms. Diana McDaniel - Inspector, New Westminster Police Department
Mr. John Stark - Supervisor of Community Planning
Ms. Lisa Spitale - Chief Administrative Officer
Ms. Denise Tambellini - Manager of Intergovernmental and Community

Relations
Ms. Nicole Ludwig - Assistant City Clerk

GUESTS: 
Dr. Pamela Stern - Simon Fraser University
Maddy Prevost - Simon Fraser University

All present attended the meeting electronically. 

The meeting was called to order at 9:00 a.m. 
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ADDITIONS TO THE AGENDA 
Urgent/time sensitive matters only 

 
1. None. 
 
ADOPTION OF MINUTES 

 
2. MOVED and SECONDED 

THAT the minutes of the Reconciliation, Social Inclusion and Engagement 
Task Force meeting of September 21, 2020, be adopted. 

CARRIED. 
All members present voted in favour of the motion. 

 
WORKSHOP 

 
3. Decolonizing City Monuments and Landmarks – City Asset Naming  
 

Rob McCullough provided a brief presentation on the project to date, and a 
review of Council motions, and existing policies related to street and place 
naming, and introduced Dr. Pamela Stern, and Maddy Prevost, both from 
Simon Fraser University. 
 
The Task Force broke out into small groups to discuss the following questions.  

 
• In a couple of sentences, could you share How City naming practices apply 

to your work? 
• Please share one or two examples of what you hear from the public about 

city naming practices? 
• What are the strengths of the current naming practices? 
• Where can the current naming practices be improved? 
• Please provide any additional thoughts you may have on this topic. 

 
Following the breakout groups, the Committee returned together at 9:45 a.m. 
and shared the following thoughts and ideas: 
 
• Street and place names should reflect the value of the amenity's purpose; 
• Streets should be built for wayfinding; 
• There are currently very few streets that require names; most of them are 

in Queensborough; 
• Feed the name list into the development process so private developers can 

use them; 
• Placemaking is important and holds value; this is a very diverse perspective 

from the Indigenous community; 
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• Policies and process both need to be considered to ensure foundational 
values are a key part of the process; 

• The list of names attached to the current policy needs to be analyzed with 
a different lens in order to ensure diversity; 

• The current Parks policy in terms of naming towards place and function 
alleviates some of the issues around naming assets for people, but a focus 
on naming thing in other ways is important; 

• The current policy does not give Council the ability to deal appropriately 
with naming requests and naming assets gets bogged down in a heavily 
bureaucratic process;  

• There is need for other, diverse people and communities to be involved 
from the outset; 

• Names could be reflective of an ideology and value system that people hold 
dear (i.e New Delhi’s Shantipath which means “Road to Peace”.  This 
methodology show us what we want to illustrate; 

• The name list needs a complete rethink; 
• There are issues with the diversity of the group selecting names as per the 

policy directions; 
• There needs to be other conversations about this beyond the current 

meeting; 
• We need to manage community expectations associated naming; and 
• Our population in 40% immigrant and they are not reflected in these 

processes. 
 

 
NEW BUSINESS 

 
Reconciliation 
 
4. Updates: 
 

a. Research on City Actions Relative to Indigenous People 
 
Rob McCullough, Manager, Museums and Heritage Services, provided 
an interim report on historic actions Council has taken relative to 
indigenous peoples.  An analysis of emergent themes, narratives and 
patterns of action was provided . 
 
In discussion, Task force members and staff noted the following: 
 
• It is difficult to even read about past decisions; 
• Bold actions are needed along with explanations so that people 

understand why changes are being made; and, 
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• There are many connections to the Chinese reconciliation and 
apology process, which was very positive despite uncovering 
negative parts of the City's history. 

 
In response to comments and questions, Mr. McCullough provided the 
following information: 
 
• If the City wants to offer an apology this work will come with time 

as the city needs to better understand more about the nations with 
ties to the land.  

• The City needs to take responsibility for past actions and share them 
as relationships with Indigenous communities are built; and, 

•  As research progresses, some bylaws may need to be appealed or 
amended; this also needs to be communicated out publicly. 

 
b. Relationship Building Process and Communications with 

Neighbouring Nations 
 

Mr. McCullough advised that staff and the Mayor are reaching out to 
neighbouring nations with an aim to reinvigorate meetings at the 
executive level, with a staff member attending the meetings to 
document the meeting. 
 
In discussion, Task Force members and staff noted the following: 
 

• Outcomes should be shared as they come and come in a variety 
of media (e.g. written, verbal, video); and, 

• More Council-to-Council meetings would be helpful in building 
relationships. 

 
5. Review of City Statements and Policies 
 

a.  Draft City Policy Statement on Reconciliation 
 

Rob McCullough, Manager, Museums and Heritage Services, provided 
a presentation on the intent of the proposed City Policy Statement on 
Reconciliation, noting it  frames the City's governmental activities, 
plans and intentions relating to Reconciliation work, while the 
mechanism of work will be identified within the City's Reconciliation 
Framework. 
 
Committee members noted this is a good start, and that they would like 
to see the addition of a statement on power to bullet four: "acknowledge 
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and respect Indigenous people as distinct, present, and self-
determining". 
 
 

Action Items: 
Summary of 
Action  

Add a statement on power to the proposed City Policy 
statement on Reconciliation and bring to Council. 

Who is responsible Rob McCullough 
When  At a Council meeting in 2021. 

 
Social Inclusion 
 
6. Updates: 
 

a. Community Action Network Training Program 
 

John Stark, Supervisor of Community Planning, provided an overview 
of the Community Action Network (CAN) Leadership and Capacity 
Building Initiative, including next steps, noting: 

• there are seven training sessions and 10 participants; 
• participants will learn about committee structure and decision-

making, advocacy, and public speaking, among other topics.  
• Six of the seven sessions have been held and it looks as if eight 

of the 10 participants will graduate.  
• Staff will bring a report to Council in January 2020, which will 

summarize the results of the initiative; and recommend 
remuneration for those with lived and living experience given 
that they are subject matter experts and appointments on 
advisory committees and other civic bodies to ensure that they 
are more representative of the diversity of the community. 

  
b. Hey Neighbour Collective  

 
Mr. Stark provided an update on the Hey Neighbour Collective and an 
update on the involvement of Ross Tower, with City staff connecting 
with tenants, and distributing information related to COVID-19, food 
supports, financial assistance, government benefits, and tenant 
resources. He noted that this initiative is intended to increase social 
connectedness and interaction in existing multi-family buildings, 
through programming activities, and in new buildings, through design 
considerations. Mr. Stark also noted that there will be a resilience 
component, in which tenants will be involved in emergency 
management preparedness. 
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c. Welcome Centre  

 
Mr. Stark provided an update on the Welcome Centre, which will 
comprise 2,500 square feet; offer information, programming and 
referral services; and be located at the redeveloped New Westminster 
Secondary School. He requested Task Force feedback on providing 
funding. 
 
In discussion, Task Force members noted the following: 
 

• It may be better to work with organizations who have experience 
working with these kinds of programs rather than the City 
continually providing resources; 

• The facility may be open prior to the full range of services being 
provided due to the COVID-19 pandemic; 

• Funding should be considered as part of the budget discussions 
for this year while other forms of funding are subsequently 
investigated. 
 

In response to questions and comments, Mr. Stark provided the 
following information: 
 

• The Neighbourhood Learning Centre (NLC) Advisory 
Committee will continue to function beyond the establishment 
of the Welcome Centre and the centre will provide programming 
to the larger community; 

• The School District is envisaging a July startup for the Welcome 
Centre. 

 
Engagement 
 
7. COVID-19 Recovery Engagement Results Update, Discussion and 

Feedback 
 

a. What We Heard 
 
Jennifer Miller, Manager of Public Engagement, provided a presentation 
on the COVID-19 Recovery Engagement Results, noting there have been 
no big gaps between what the City has been doing and public response. 
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In discussion, Task Force members noted: 
 

• The information needs to feed into already-established processes, 
influence plans, and then circle back to the public; 

• As work continues staff should ensure that any feedback is brought 
along as part of the context.  

 
8. Demographic Questions for Engagement Participants 
 

Jennifer Miller, Manager of Public Engagement, presented the demographic 
questions currently in use for engagement participants and requested feedback 
on current approaches. 
 
In discussion, Task Force members noted: 
 

• The general approach is good, however if it is restricted to online only, 
certain parts of the population will be missed;  

• It is a good idea to collect the information once, however it needs to be 
up to date; 

• It may be worthwhile to collect the information every two or three years 
to ensure it is up to date; 

• Broad categories of information are respectful, but may repress 
information that is useful to identify which groups are being missed; 
and, 

• Include categories and questions related to people with disabilities and 
socio-economic status. 

 
In response to comments and questions, Ms. Miller provided the following 
information: 
 

• The new Be Heard New West online platform is an additional tool for 
engagement, and does not replace other ways of reaching out; 

• Public engagement is participation by choice and therefore is not 
intended to be a representative sample, but can provide for a diversity 
of voices to be heard if used in addition to other forms of engagement. 

• It is largely the expectation that the Be Heard account holder will update 
their information, and newsletters can be sent out with intermittent 
reminders to update; and, 

• Initially, the main purpose of collecting demographic information is to 
understand who is missing from the dialogue. 
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NEXT MEETING 
 
Date: January 11, 2021 
Time: 1:00 p.m. 
Location: TBD 

 
 
ADJOURNMENT 

 
ON MOTION, the meeting was adjourned at 11:45 am. 
 
 
 
 
     
JONATHAN COTE  NICOLE LUDWIG 
MAYOR  ASSISTANT CITY CLERK 
 
 
 
 
 
 
 
 
 



Memorandum 
To: Reconciliation, Social Inclusion, and 
Engagement Task Force 

Date: Thursday, January 07, 2021 

From: Richard Fong, HR Director File: 

Subject: Diversity, Equity, Inclusion and Anti-Racism (DEIAR) Framework 

The purpose of this memorandum is to inform the Task Force that LevelUp Planning and Consulting will 
be providing a progress update on the DEIAR Framework at the January 11th meeting.  

Below is an overview of the work conducted so far by LevelUp: 

1. Phase 1 (Background Analysis) work commenced in October 2020.  This current state analysis of
the organization will lay the groundwork for the project and included the following activities:

• Review and analysis of key City resources and background documents including corporate
and departmental strategic plans, policies, procedures, reports, initiatives, demographics, etc.

• Environmental scan and literature review of best practices and methods utilized in local
governments related to DEIAR work within North America, including police departments.

• Informational meetings with key City staff, SMT, Council, Library Board, and Police Board.
• Identifying strengths and gaps in the work of City departments with respect to DEAIR.

2. Phase 1 work was completed in December 2020 and the key deliverable was a summary of the
key findings from the background analysis and research.

3. Please see attached “Summary Report of Key Findings” for your review and discussion at the
January 11th meeting.

Next Steps: 

LevelUp will be presenting the Phase 1 summary of findings to the Task Force on January 11th. 
During the presentation, LevelUp will be proposing the following questions to the Task Force for 
feedback: 

1. Four overarching goals have been identified to guide the DEIAR Framework. They include:
• Inclusive public space
• Safe, respectful, and inclusive work environment
• Equitable employment
• Inclusive decision-making

a) Do you support these four goals?
b) Are these goals equal? Or are some more important than others?
c) Are there any goals missing from this framework?

2. What role should this Task Force play in the development of this framework?

RSIETF Agenda 
January 11, 2021 
Item 3



LevelUp will also review the proposed workplan for Phase 2 (January to April 2020) which will consist of 
stakeholder engagement activities conducted through an intersectional lens: 

• Stakeholder interviews – Mayor, Council, Library Board, Police Board, joint SMT, union
leaders, etc.

• Focus groups – departmental staff, task forces, advisory committees, community members,
knowledge groups, etc.

• Staff survey – all staff
• State of readiness assessment – corporately and departmentally

We look forward to our discussion with the Task Force. 

Thank you. 



   City of New Westminster 

Diversity Equity Inclusion       

and Anti-Racism Framework 

Phase 1 Report: 

Summary of Key Findings 

Prepared by Victoria Barr, Jasmindra Jawanda, 

Elle Wayara, and Lavleen Sahota 

City of New Westminster

Diversity Equity Inclusion       

and Anti-Racism Framework

Phase 1 Report:

Summary of Key Findings

Planning &                  December 7th, 2020 
Consulting 

Planning & December 7th, 2020
Consulting
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INTRODUCTION  

The Diversity, Equity, Inclusion and Anti-Racism (DEIAR) Framework for the City of New 

Westminster will be a guide and master plan that outlines the City’s vision, goals, actions and 

deliverables on diversity, equity, inclusivity, and anti-racism. The Framework will be a roadmap to 

ensure the workforce is reflective of the community it serves, and promotes a culture of diversity, 

equity, inclusivity, and anti-racism both within the organization and its outward-facing work. Ideally, 

it will also be a plan in which the City outlines its approaches for combating racism and other forms 

of discrimination, oppression, and exclusion within the community.  

The purpose of this Summary of Key Findings Report is to provide the City of New Westminster 

Council, Boards, and staff with an update on the work that has been accomplished by our team at 

LevelUp Planning & Consulting since the start of the project in early October 2020. We have now 

completed Phase 1: Background Analysis. That first phase included: 1) a literature review 2) an 

environmental scan of similar initiatives in other cities, and 3) a baseline review of New 

Westminster policies and plans.  

Two other phases of the project will follow: 

 

We present in this report the key themes from this background analysis phase, including a  

summary of the best practices that emerged from the available research and through learning from 

the experiences of other communities across the country. In addition, we offer strengths and gaps 

of the work of various City departments regarding diversity, equity, inclusion and anti-racism. 

 

BACKGROUND 

“Governments are mirrors of the broader society - their structures, staffing complements, and 

practices have the potential to set the tone for the community, other institutions, and employers”.  

(City of Windsor) 

As the tier of government closest to the people, local governments are in a strong position to take 

action to enhance the health and well-being of all their residents. Today, many local governments 

across Canada are preparing innovative diversity, equity, inclusion and anti-racism strategies, plans 

and toolkits. Increasingly, elected officials and staff in these communities are recognizing the ways 

in which economic, social and racial inequities are affecting their communities. Indigenous peoples, 

women, racialized people, people with diverse abilities, people living in poverty, youth, seniors, 

newcomers, and LGBTQ2S communities all experience negative health impacts as a result of these 

inequities. 
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In recent years, movements such as Idle No More and Black Lives Matter provide evidence that 

the voices of communities experiencing marginalization are growing louder and stronger, pointing 

to the continued need for deeper, more meaningful systemic change society-wide1,2. In this current 

climate, systemic and persistent forms of discrimination and racism have created cities and towns 

that are neither safe nor welcoming for many of their residents.  

Many cities and municipalities, locally and nationally, have recognized the importance of creating 

community and corporate diversity, equity and inclusion plans and frameworks as a way to commit 

resources and services that meet the needs of diversifying communities and ensuring anti-racist 

and decolonizing measures are embedded in corporate governance. These plans provide local 

governments with the opportunity and responsibility to systemically respond to imbalances relating 

to Indigenous ancestry, race, economic status, 

religious beliefs, ability, gender and gender identity, 

geographic location, sexual orientation, and other 

similar markers of identity.  

Committing to considering equity, diversity, inclusion 

and anti-racism as integral to day-to-day business 

means local governments are demonstrating the 

courage to uncover power differences among 

individuals or groups, acknowledging privilege, and 

working to dismantle systemic barriers that can make 

it difficult for some community members to participate 

in, and benefit from, local decision-making processes. 

The result can be policies and strategies that are more 

appropriate and responsive to local needs and have 

more potential to foster better community health and 

well-being.  

Key Terms 

For the development of the New Westminster’s DEIAR 

Framework it will be important to consider and 

distinguish among: 

Equity: “just and fair inclusion into a society in which all can participate, prosper and reach their 

full potential” (Policy Link, 2019); 

Diversity: acknowledging, respecting and appreciating what makes people different from one 

another – in terms of age, gender, sexual orientation, physical ability, education, race, religion, and 

other aspects of life, and, 

Inclusion: a sense of belonging. Inclusive environments and organizational cultures support 

people to feel respected and valued for who they are and what they bring, as individuals and as 

members of a group. 

When working with City staff and stakeholders to develop the equity framework, we will also 

consider 4 types of equity: 

• Procedural equity – inclusive, accessible, authentic engagement and representation in 

decision-making. 

City for All Women Initiative, 2015 

https://www.policylink.org/
https://www.usdn.org/uploads/cms/documents/usdn_equity_scan_sept_2014_final.pdf.
https://www.usdn.org/uploads/cms/documents/usdn_equity_scan_sept_2014_final.pdf.
https://www.usdn.org/uploads/cms/documents/usdn_equity_scan_sept_2014_final.pdf.
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• Distributional equity – fair distribution of benefits and burdens across all segments of a 

community, prioritizing those with highest need; 

• Structural equity – decisions are made with a recognition of the historical, cultural, and 

institutional dynamics and structures that have routinely advantaged privileged groups; 

• Transgenerational equity – decisions consider generational impacts and don’t result in unfair 

burdens on future generations3. 

We do not envision the DEIAR Framework as a standalone policy and understand the complexity 

and overlapping ways that other lenses and strategic directions fit together to drive comprehensive 

work already being done within the municipality. Instead, our team understands that the DEIAR 

Framework must reflect and bring together many different approaches and lenses, which share a 

common thread of commitment to social justice: 
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METHODOLOGY 

This document reflects the Phase 

1 set of key activities that were 

conducted and completed. These 

activities are outlined in the 

graphic to the right. A breakdown 

of the methodology is provided in 

more detail below.  

Research Questions 

To guide the information gathering 
and data analysis during the literature review, environmental scan, and departmental review, a 

series of research questions were developed - as illustrated in Table 1 below. Please note that 

multiple methods are used to answer the research questions, which allows for triangulation of 

data. 

 

  

Project Initiation and Kick-Off 
Meetings

Literature Review

Environmental Scan

Municipal and Departmental Policy, 
Plans and Reports Review

City for All Women Initiative, 2015 
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Table 1: DEIAR Framework Project Research Questions 

 

Research Questions 
Background/ 

Municipal 

Documents 

Literature 

Review 

Environmental 

Scan 

1) How can the city attract, engage and retain a diverse, 

inclusive workforce? 

 🗸 🗸 

2) How can this Framework advance diversity, equity, 

inclusion, and anti-racism across the City? 

 🗸 🗸 

3) What are some strategies to eliminate racism and 

systemic discrimination within the City and its 

community? 

 🗸 🗸 

4) What is the current breakdown of departments by 

gender, diversity and people with disabilities? 
🗸   

5) What is the City of New Westminster currently 

doing well related to DEIAR? 
🗸   

6) What are the needs, gaps and barriers identified in 

the City related to diversity, equity, inclusion, anti-

racism, gender and disability? 

🗸   

7) What best practices are other local governments 

implementing to address diversity, equity, inclusion, 

anti-racism, gender and disability? 

 🗸 🗸 

8) What frameworks/toolkits/plans/strategies are other 

local governments developing to address diversity, 

equity, inclusion, anti-racism, gender and disability 

issues? 

 🗸 🗸 

9) What does a successful DEIAR Framework look like?  🗸 🗸 

10) What was the process of 

developing/researching/implementing DEIAR 

frameworks in other municipalities? (e.g. case studies) 

  🗸 

11) What are the key components of a DEIAR 

Framework? 

 🗸 🗸 

12) What is the best way to monitor or measure the 

outcomes of the DEIAR Framework? 

 🗸 🗸 
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Kick-Off Meetings 

The LevelUp team conducted a series of project kick-off meetings with staff from various city 

departments as well as the Police and Library boards in order to introduce ourselves, the project, 

and to present and clarify project goals, deliverables and timelines. We also valued these meetings 
as way to start building a relationship with staff and Council and to listen and learn from their 

guidance, experiences, and expertise.  

The following kick-off meetings were conducted with the LevelUp team and members from City 

staff and Council: 

● Meeting with Core Interview Team - September 11 

● Meeting with Library Board - October 13 

● Meeting with Senior Management Team - October 15 

● Meeting with Council - October 26 

● Meeting with Police Board - October 29 

As some staff members were not part of the kick-off meetings, our team at LevelUp also met with 

the following individual city staff members representing their departments and boards. These 

meetings offered an opportunity to learn about other City initiatives already happening related to 

the project, and set the stage for continuing to partner on the project: 

● Meeting with Chief Constable Dave Jansen (Police) - October 1 

● Meeting with Sergeant Shari Gulliver & Sergeant Diana McDaniel (Police) - November 5 

● Meeting with Jennifer Miller (Manager, Public Engagement) - November 6 

● Meeting with John Stark (Supervisor, Community Planning) - November 17 

● Meeting with Rob McCullough (Manager, Museum & Heritage Services) - November 20 

Literature Review 

The team at LevelUp conducted the literature review by sourcing and reviewing approximately 30 

articles and documents specific to the role of municipalities and other local governments in 

addressing diversity, equity, inclusion and anti-racism. We reviewed both academic and grey 

literature using a combination of search terms, including “equity/diversity/anti-racism/inclusion + 

municipalities + best practice + review”. The literature review highlighted best practices related to 

DEIAR work within local governments across North America, including police departments. 

Environmental Scan 

In order to ensure that the best practices found in the literature review were feasible for 

municipalities to execute, LevelUp conducted an environmental scan that looked at best 

practices in diversity, equity, inclusion and anti-racism in other local governments across North 

America. Identifying real-life examples will guarantee that the DEIAR Framework is incorporating 

the best of past successes and learning from obstacles that other municipalities had to endure to 

develop their own frameworks and strategies. Different municipalities prioritized different foci; 
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some explored just internal departmental processes, while others added broader community 

activities to build their policies and plans.  

Our team analyzed 17 local governments and agencies across North America to source out their 

best practices related to diversity, equity, inclusion and anti-racism. 

That environmental scan was supplemented by the preliminary results of a concurrent scan done 

by a group of 7 graduate students in the Master of Urban & Regional Planning program at 

Queen’s University. That project, which was sponsored and guided by LevelUp, in collaboration 

with Canadian Urban Sustainability Practitioners network (CUSP) and North Park 

Neighbourhood Association, involved the analysis of EDI plans, strategies and frameworks from 

29 Canadian municipalities, in addition to 10 interviews with some of the key authors and 

coordinators of those frameworks4. Please see Appendix A for a full list of all 37 strategies and 

plans reviewed. 

Baseline Review of New Westminster Policies and Plans 

During our background review we analyzed a wide range of New Westminster’s municipal 

documents, policies, plans, strategies, and initiatives to better understand how internal and 

external work is currently in alignment with the proposed DEIAR Framework. Our goal was to 

identify what the City is currently doing well related to DEIAR, and what the gaps might be.  

We reviewed City/departmental policies provided by the City, and reviewed initiatives 

highlighted on the City of New Westminster website from the following departments: 

Office of the CAO 

City-wide 

Development Services 

Electric Utility  

Engineering and Engineering Operations 

Finance 

Fire & Rescue Services 

Information Technology  

Police Department 

Human Resources  

Legislative Services 

Library 

Parks and Recreation  

Approximately 80 documents/policies/initiatives were reviewed and analysed to see what aspects 

of DEIAR work is already happening at the City. A high-level matrix was also created to provide 

a breakdown of which departments and policies are including equity, diversity, inclusion, anti-

racism, gender, disability/diverse ability, culture, accessibility and LGBTQ2S measures in their city 

work and actions. It is important to gain this baseline understanding as the DEIAR framework is 

not meant to be a standalone framework, and will integrate with other initiatives that the City is 

already engaged in.  
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SUMMARY OF KEY FINDINGS 

Best Practices 

While preparing for the development of New Westminster’s DEIAR framework, there is much 

we can learn from both the research in this area and from the work of other municipalities in 

Canada and elsewhere. From our analysis of the nature of existing municipality-based EDI 

practices in Canada, coupled with our literature review, the following best practices emerged. 

Bring diverse voices to the table 

Ensuring the inclusion of a broad range of stakeholders at every stage of the project will enhance 

the effectiveness of the design and delivery of the strategies chosen. This is a good example of 

working towards procedural equity, as part of the process of framework development. In fostering 

the strength of these voices, however, it is important to avoid placing individuals in the position of 

spokesperson for their entire ethnic group, gender, 

sexual orientation, or other aspect of their identity. 

A wide variety of means of participation, including 

community forums, interviews, focus groups, 

informal gatherings and surveys will help to provide 

many ways to engage and share ideas and 

experiences. Finally, ensure that there are sufficient 

financial resources to compensate community 

members and volunteers for their time5.  

The excellent new guide, Beyond Inclusion: Equity in 

Public Engagement6 reminds us that engagement 

processes that aim to include diverse voices, but fail 

to address barriers and systemic inequities, may 

cause more harm than good. The result can be that underlying power imbalances are reinforced, 

and the decisions that are made further divide people within the organization or the community. 

The guide offers ideas to help planners and other government leaders to move beyond inclusion 

and towards a practice of engagement with an equity lens – sharing power and collaborating with 

community members through the planning, implementation and evaluation stages of a project7.  

 

Best Practice: Diverse Voices 

The City of Vancouver’s VanPlay 

Framework is a great example about 

how a municipality’s work can 

prioritize equity through physical 

spaces and celebrate diversity by 

engaging with a broad range of 

community stakeholders who will be 

impacted by the plan. 

City of Sacramento, 2020 

https://www.sfu.ca/content/dam/sfu/centre-for-dialogue/PDF/Beyond%20Inclusion%20-%20Equity%20in%20Public%20Engagement.pdf
https://www.sfu.ca/content/dam/sfu/centre-for-dialogue/PDF/Beyond%20Inclusion%20-%20Equity%20in%20Public%20Engagement.pdf
https://vancouver.ca/files/cov/vanplay-framework.pdf
https://vancouver.ca/files/cov/vanplay-framework.pdf
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Build partnerships 

Most of the EDI plans and policies we reviewed 

were developed by municipal staff in conjunction 

with members of the public, non-profit 

organizations or non-governmental organizations 

(NGOs), and EDI-related Advisory Committees. 

EDI experts were also frequently used, such as 

local academics or EDI consultants. Most of the 

EDI frameworks were developed following 

extensive community consultation. While the 

extent and depth of consultation varied across 

communities, most processes involved a diverse 

range of residents, and more than half of the 

communities reported using multiple consultation 

methods. Common methods used to solicit public 
input and feedback included online surveys, working/focus groups, and large-scale community 

events such as ‘Diversity Summits’8.  

It is important to develop a holistic approach to bring together a diverse set of stakeholders, 

including non-profits and community organizations. By building on the strengths of these partners 

& already existing community networks, cities can preserve the vision for the framework, and help 

to develop a sense of belonging. Strong community partnerships can also help to maintain the 

sustainability of the initiative9. 

Be clear about your goal, right from the beginning 

Throughout our environmental scan, we noticed that cities defined key terms in different ways 

and did not always cover the broad range of strategies related to diversity, equity, inclusion, and 

anti-racism. Concepts of equity, diversity and inclusion are envisioned differently in each 

community, but common themes in EDI frameworks across the country include ideas of building 

a community in which all belong, and which is strengthened by diversity10. It is vital to establish a 

shared vision for the municipality, early in the 

process. That means the ‘what kind of an 

organization/community are we trying to create?’ 

question is answered clearly. That ability to ‘start 

with the end in mind’ can help to focus energies 

and will make it easier to build an evaluation and 

monitoring system that makes sense and is do-able. 

Develop a public action plan 

A public action plan or framework will help to 

enhance the success of initiatives and ensure 

accountability as the project moves forward. Such a 

plan also helps to foster trust and broaden support 

in the community. That support and the visibility of 

the plan will be enhanced when people with 

diverse identities are included in its development11. It typically takes at least 18 months to two 

Best Practice: Public Action 

Plan 

The City of Ottawa’s Council 

recognized this work as important 

and invaluable, leading to the “Equity 

and Diversity Policy” being passed in 

2002, which was developed after 

consultation with individuals with 

lived experience and the multiple 

populations who would be most 

impacted by the policy. 

Best Practice: Partnerships 

The developers of the City of 

Cambridge’s Stronger Together: 

Diversity, Accessibility and Inclusion Plan 

recognized that there were already 

numerous programs, partners, 

collaborators and existing activities in 

the community so they decided to 

build on strengths and assets already 

present 

https://documents.ottawa.ca/sites/documents/files/ei_lens_hb_en.pdf
https://www.cambridge.ca/en/your-city/resources/Stronger-Together-Diversity-Accessibility-and-Inclusion-Action-Plan.pdf
https://www.cambridge.ca/en/your-city/resources/Stronger-Together-Diversity-Accessibility-and-Inclusion-Action-Plan.pdf
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years to develop an EDI/ DEIAR framework; this is challenging and complex work that involves 

the development of long-term partnerships and extensive community input. 

Develop an equity lens and ensure its integration within the framework 

An equity lens introduces a set of critical questions to be brought forward when planning and 

making decisions about new policies, programs or initiatives. This lens amounts to an equity-in-

all-policies approach. Applying an equity lens means continually asking: 

● Who will benefit from a policy, program, initiative or service? 

● Who might be excluded from those benefits and why? Indeed, who might be harmed? 

● How might some population groups be unfairly burdened today or in the future? How 

might existing privilege be further entrenched? 

● Have important decisions been made with the direct input of those who will be most 

affected by that decision? 

● From whose perspective are you evaluating the ‘success’ of your project or policy? 

When considering issues of equity, our team will not be suggesting that the City pour all its 

resources into supporting those groups or communities that are struggling most. Equity initiatives 

can sometimes become very narrow in focus to improve the lives of those who have the greatest 

need, but research has shown that relying solely on these targeted efforts doesn’t work over the 

long-term. Similarly, universal strategies that aim to offer the same opportunities to everyone don’t 

work either, because they assume that we all have the same needs12.Research from the UK has 

demonstrated that, to achieve the most benefit for the greatest number of people, we need to 

offer opportunities for all population groups, in proportion to their level of need13. This approach 

City of Windsor, 2018 
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is referred to as proportionate universalism or targeted universalism, and it is now being used to 

help inform decision-making at the city level. 

Finally, committing to using an equity lens also means demonstrating the courage to uncover power 

differences among individuals or groups involved in the process, acknowledging privilege, and 

working to dismantle the systemic barriers that can make it difficult for some community members 

to participate in, and benefit from, local decision-making processes. An equitable engagement 

process reaches community members who may not normally contribute. The result can be policies 

and strategies that are more responsive to local needs.  

Ensure knowledge sharing with other cities 

There is little research about ‘what works’ in this area, so learning alongside other municipalities 

is valuable. Connecting with other 

cities that are doing similar work is 

possible through membership in a 

coalition or network, like the 

Canadian Coalition for Inclusive 
Municipalities. These networks can 

also facilitate the distribution and 

use of a wide variety of excellent 

resources to help guide this work 

at the local level, including the 

Welcoming & Inclusive 

Communities Toolkit14, Diverse 

Voices: Tools and Practices to 

Support All Women15 and Anti-

Racism and Anti-Discrimination for 

Municipalities16. 

Build a structure within the municipality that can oversee implementation 

A dedicated office or department within the municipality can ensure that the equity, diversity, 

inclusion, and anti-racism work outlined in the plan 

of action is implemented and evaluated as planned. 

Having permanent staff of that new structure can 

enhance accountability and the sustainability of this 

work. While new positions specific to DEIAR work 

can be created within the human resources and/or 

social planning departments of the municipality, 

many cities have opted for a separate office to be 

created. The staff of that office are then in a good 

position to work across city departments and help 

to create essential and durable cross-departmental 

partnerships17.  

 
 

Best Practice: Implementation 

Structures 

Both the cities of Edmonton and 

Halifax were innovative in 

establishing offices with staffed 

positions that aimed at providing 

wrap-around supports in the 

development of their framework and 

the execution of their activities 

throughout municipal departments. 

Vancouver Island University, 2019 

http://nccdh.ca/images/uploads/Approaches_EN_Final.pdf
http://nccdh.ca/images/uploads/Approaches_EN_Final.pdf
https://belonging.berkeley.edu/targeteduniversalism
https://belonging.berkeley.edu/targeteduniversalism
https://cadmusgroup.com/wp-content/uploads/2018/09/Cadmus-USDN-Equitable-Clean-Energy-Guidebook.pdf?utm_referrer=https%3A%2F%2Fcadmusgroup.com%2Fpapers-reports%2Fa-guidebook-on-equitable-clean-energy-program-design-for-local-governments-and-partners%2F
https://cadmusgroup.com/wp-content/uploads/2018/09/Cadmus-USDN-Equitable-Clean-Energy-Guidebook.pdf?utm_referrer=https%3A%2F%2Fcadmusgroup.com%2Fpapers-reports%2Fa-guidebook-on-equitable-clean-energy-program-design-for-local-governments-and-partners%2F
https://cadmusgroup.com/wp-content/uploads/2018/09/Cadmus-USDN-Equitable-Clean-Energy-Guidebook.pdf?utm_referrer=https%3A%2F%2Fcadmusgroup.com%2Fpapers-reports%2Fa-guidebook-on-equitable-clean-energy-program-design-for-local-governments-and-partners%2F
https://en.ccunesco.ca/networks/coalition-of-inclusive-municipalities
https://en.ccunesco.ca/networks/coalition-of-inclusive-municipalities
http://p2pcanada.ca/wp-content/uploads/2011/09/Welcoming-Inclusive-Communities-Toolkit2.pdf
http://p2pcanada.ca/wp-content/uploads/2011/09/Welcoming-Inclusive-Communities-Toolkit2.pdf
https://fcm.ca/sites/default/files/documents/resources/tool/diverse-voices-tools-and-practices-wilg.pdf
https://fcm.ca/sites/default/files/documents/resources/tool/diverse-voices-tools-and-practices-wilg.pdf
https://fcm.ca/sites/default/files/documents/resources/tool/diverse-voices-tools-and-practices-wilg.pdf
http://www.ohrc.on.ca/sites/default/files/attachments/Anti-racism_and_anti-discrimination_for_municipalities:_Introductory_manual.pdf
http://www.ohrc.on.ca/sites/default/files/attachments/Anti-racism_and_anti-discrimination_for_municipalities:_Introductory_manual.pdf
http://www.ohrc.on.ca/sites/default/files/attachments/Anti-racism_and_anti-discrimination_for_municipalities:_Introductory_manual.pdf
https://www.edmonton.ca/programs_services/documents/PDF/Final_Diversity__Inclusion_Framework__Implementation_Plan.pdf
https://www.halifax.ca/sites/default/files/documents/city-hall/Diversity%20%26amp%3B%20Inclusion%20Framework_Final%20Version%20Aug%203_External.pdf
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Support and nurture champions 

Champions can come from a variety of sources; they 

can be elected officials, staff members, or 

community volunteers who are passionate about 

eliminating racism, discrimination and oppression 

within the organization or the community18. 

Champions play a key role in inspiring and 

motivating others, especially when the work 

becomes more challenging (and it will) or 

unexpected roadblocks appear (and they will). 

These people need to be supported at every step of 

the development of the framework, so that they can 

maintain their own health and well-being.  

 

Use disaggregated data to identify groups within the community that are at a risk 

of exclusion 

By identifying specific groups, municipal governments can tailor interventions to improve social 

inclusion by addressing specific barriers and forms of discrimination19. Using disaggregated data can 

make systemic inequities in our society more visible, and that can lead to positive change. However, 

that same data, if collected, analyzed, reported or used inappropriately, can reinforce 

stigmatization, discrimination, stereotypes and racism in general. That can cause individuals and 

communities harm. Therefore, collecting and using disaggregated data needs to be accompanied 

by a process that supports the challenging and dismantling of structural factors (including racism) 

that underlie inequities. We need to focus on developing respectful relationships with communities 

and groups, before and after data collection and analysis20. We also need to go beyond the use of 
statistical or quantitative data to also include comments, ideas and stories gathered through staff 

and community engagement methods, including focus groups, community forums, advisory 

committee meetings and interviews. 

Engage youth in the development and implementation of the framework 

As people who are at heightened risk of exclusion and as present and future leaders, youth are 

already actively engaged in these issues, and they 

bring fresh perspectives and creative solutions. 

Involving youth early in the process is an example 

of integrating a consideration of intergenerational 

equity. Youth can be involved through formal 

structures (e.g. working with established or new 

youth councils or advisory groups) or informal (e.g. 

connecting with youth through recreation or other 

means). For youth to be engaged in an authentic 

and meaningful way, it is vital to make access to 

involvement youth-friendly and that necessary 

supports are put in place. Arts and culture activities 

can work well to engage and connect with youth21. 

 

Best Practice: DEIAR 

Champions 

The City of Oshawa recognized that 

within its plans strategic direction, 

champions are necessary at both the 

leadership level and the community 

level to ensure that municipal and 

community processes are working in 

tangent to advance goals for 

diversity, equity, inclusion and anti-

racism. 

Best Practice: Engage Youth 

The City of Vancouver and the 

Metro Oregon region both engaged 

with youth in developing their 

strategies, recognizing the 

importance of inclusion of diverse 

young voices, who brought new and 

innovative perspectives while 

creating ties for participation for 

years to come. 

https://www.oshawa.ca/city-hall/resources/Research-Report--Diversity-and-Inclusion-Plan.pdf
https://vancouver.ca/files/cov/vanplay-framework.pdf
https://www.oregonmetro.gov/sites/default/files/2017/10/05/Strategic-plan-advance-racial-equity-diversity-inclusion-16087-20160613.pdf
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Apply an intersectional lens 

Multiple forms of discrimination can intersect and have a compound effect. For instance, a white 

woman is penalized for her gender but has the advantage of race, while an Indigenous woman is 

disadvantaged by her gender and her race. Without considering intersectionality, actions that aim 

to address injustice towards one group might end up perpetuating systems of inequities 

experienced by other groups. Using an intersectional lens allows municipal governments the ability 

to move beyond single identities or group-specific concerns, which don’t capture the nuances and 

dynamics of human lives22. Integrating such a lens also helps to generate new and more complete 

information on the origins, root causes and characteristics of the complex social issues that result 

from power imbalances. This approach recognizes and appreciates the complexity of human 

identity, and that appreciation helps to strengthen individual and community well-being. 

Use a strengths-based approach with a wide variety of strategies and actions 

Some cities have noted that it is important to attend to the different factors that influence racism 

and discrimination and address both systemic and interpersonal racism. Coming from a strengths-

based (or asset-based) approach can help to ensure a focus on preventing discrimination before it 

occurs, as much as possible. 

Our environmental scan noted some common elements for action in many of the plans23. Some 

examples of the activities / programs present in those plans are offered in the table below. 

 

 

City for All Women Initiative, 2015 



 

 

 

 
16 

TABLE OF CONTENTS 
Department /  

Subject Area 
Examples of Activities / Interventions 

Internal Focus 

Human Resources Training and education; policy change 

Strategic Initiatives Hiring for new EDI office 

External Focus 

Parks & Recreation Universal design interventions; age-friendly 

health & wellness programs 

Transportation Increased accessibility initiatives, fare-subsidy 

programs 

Development Services Developer incentives for affordable housing 

Arts & Culture Community multicultural events 

Sustainability / Food Security Community gardens, lunch programs, increasing 

healthy food options in particular 

neighbourhoods 

Seniors / Children & Youth Employment services & programs, social 

engagement initiatives 

 

Some researchers from Australia have suggested that local governments focus their anti-racism 

actions on these key elements: increasing empathy, raising people’s awareness of their own beliefs, 

attitudes, and behaviours, 

providing accurate information, 

assisting people to recognize 

incompatible beliefs, increasing 

personal accountability, breaking 
down barriers between groups, 

increasing key organizational 

accountability, and promoting 

positive social norms24. Other 

research highlighted the 

importance of strengthening 

both system capacities (e.g. new 

strategic directions, policies, new 

organizational structures) and 

human capacities (e.g. new 

knowledge and skills, leadership 

and collaboration, bottom-up 

processes)25.  

City of Halifax, 2017 
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Aim for systemic change 

An approach that focuses primarily on programming and interventions has the benefit of creating 

concrete and actionable items, but it also runs the risk of neglecting to address the broader cultural 

shifts that are needed to reduce systemic inequities and exclusion. Again, it is important to identify 

and address any underlying organizational systems that might have helped establish the problem 

through providing valid information, strengthening trust, enhancing accountability and ongoing 

monitoring26. We noticed that a few plans did attempt to address larger systems-change. The table 

below shows how Strathcona County (near Edmonton, Alberta) outlined a shift away from purely 

programs and services towards examining governance systems and building deeper partnerships 

and collaboration with the community. 

 

Table taken from the County of Strathcona's (2017) Social 

Framework that described the intended cultural shift within the 

organization 

 

Build in a system for simultaneous evaluation and monitoring  

Integrating evaluation into all aspects of the development and implementation of the framework 

will help to ensure the validity of the EDI 

interventions that are chosen, and can support the 

connection of those various activities or strategies, 

so that they work well together. This simultaneous 

evaluation will allow for ‘double-loop learning’, an 

iterative learning process that supports changes in 

organizational norms by questioning assumptions. In 

double-loop learning, in the first loop planners set 

goals to make decisions; the second loop is used to 

question the underlying assumption of the model 

itself. The result is deeper reflection to help 

reorient organizational processes towards stated 
goals and values27. This process of consistently being 

reflective and asking critical questions on themes of 

race, racism and discrimination are necessary at both the individual and organizational levels, to 

see change28.  

Best Practice: Evaluation and 

Monitoring 

The City of Sacramento’s Race and 

Gender Equity Plan embedded annual 

reporting benchmarks to evaluate 

the plan’s progress in completing 

relevant activities within municipal 

departments and the municipality as 

a whole 

https://www.strathcona.ca/council-county/plans-and-reports/strategic-documents/community/social-framework/
https://www.strathcona.ca/council-county/plans-and-reports/strategic-documents/community/social-framework/
https://www.cityofsacramento.org/-/media/Corporate/Files/CMO/RGEAP-20202025-Overview-v710012020.pdf?la=en


 

 

 

 
18 

TABLE OF CONTENTS 
Fortunately, there are some excellent tools for monitoring and evaluation of DEIAR frameworks, 

strategies and actions, including:  

• The user-friendly, interactive Alberta Urban Municipalities Association Measuring 

Inclusion Tool with versions from 201429 and 201730. 

• The Advancing Equity and Inclusion: A Guide for Municipalities31 includes an 

environmental scan checklist for a baseline understanding of where the municipality stands 

on equity and inclusion using an intersectional lens.  

• Indicators for Evaluating Municipal Policies Aimed at Fighting Racism and Discrimination32 
includes guidance for measuring the city as an organization, how it functions with the 

community, as a guardian of public order, and outward city policies that correspond with 

poverty, education, residential segregation, and rates of racism and discrimination as 

evidenced by hate crimes, reported incidents of racism and discrimination, and rates of 

offences/indictments by neighbourhood. 

Summary of Baseline Review of City Plans, Policies, and Initiatives 

Diversity, equity, inclusion, and anti-racism themes and concepts were identified throughout 

many internal municipal documents, community reports, and joint-partnership initiatives, which is 

important to note as it demonstrates that this work has been a priority and has already been 
started. A detailed breakdown of City/departmental initiatives along with associated strengths 

and gaps can be found in Appendix B: Departmental Matrix and Appendix C: Summary of City 

Initiatives, Policies and Plans Summary. Below we have highlighted some key findings including 

City initiatives that ought to be celebrated for aligning with DEIAR principles and best practices, 

and gaps for further consideration. 

Strengths 

Municipal Leadership  

Commitment from leadership is vital for important work such as this for sustained support, 

guidance, and policy direction. And as the city has elected one of its most diverse and 

progressive Council to date, it is imperative that members of Council show up in ways that 

reflect all community members. New Westminster’s City Council has guaranteed such 

commitment by embedding their support into both the Strategic Plan and the Official Community 

Plan. Both documents highlight the priorities that Council identifies as significant in continuing to 

curate a community that is equitable, welcoming, and inclusive and also works to mitigate 

participation and engagement barriers.  

The City has also established its NWThinkLab (NWTL), also known as Noodle, a task force 

which currently focuses on enhancing sustainable changes within the municipality’s policies and 

operations through strategies that will enable staff to understand and utilize an equity lens. 

Specifically, their Terms of Reference discusses their aim to create “an efficient, low-waste, 

decarbonized, non-racist, reconciled, fiscally sustainable community”. Equity indicators will be 

incorporated to aid staff, Task Forces and other departments in applying an equity lens. 

Within the municipality, the Senior Management Team has demonstrated their support in this 

work by all agreeing to being participatory members of the Steering Committee for the DEIAR 

https://www.auma.ca/sites/default/files/Advocacy/Programs_Initiatives/WIC/auma_met_august_25_2014_0.pdf
https://auma.ca/sites/default/files/Advocacy/Programs_Initiatives/WIC/measuring_inclusion_tool_-_paper_user_0.pdf
https://documents.ottawa.ca/sites/documents/files/documents/adv_equity_en.pdf
https://ieim.uqam.ca/IMG/pdf/Cahiers_CRIEC_28_2005_en.pdf
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Framework project, which shows that they are open and willing to embed this work into their 

departments, processes, and policies. This level of leadership and engagement will help to carry 

this work forward and ensure implementation of the framework. 

Reconciliation 

Reconciliation, inclusion, and engagement is one of the seven priority areas in the Council’s 

2019-2022 Strategic Plan. With this identified as a priority area in the Strategic Plan, the City is 

showing leadership in moving DEIAR work forward. In 2019, the City began working on a 

Reconciliation Framework and Workshop project, which aims to engage with Indigenous nations 

and communities with ties to the land that is geographically now known as New Westminster. 

Additionally, the city formed a Reconciliation, Social Inclusion and Engagement Task Force that 

consists of leadership from Social Planning, Community Engagement, and Archives & Museum 

Services. In 2016, the City engaged in a Chinese reconciliation process by undertaking the 

beautification of a park to commemorate Chinese history and contributions to New 

Westminster. Reconciliation, inclusion and engagement work is utilizing DEIAR best practices of 

bringing diverse voices to the table, building 

partnerships, and applying an equity lens. 

Healthy Communities  

The City of New Westminster is doing 

important work to promote a healthy 

community by recognizing physical/built and 

social environments play a crucial role in 

health outcomes. The City was the first 

Dementia-friendly community in Canada 

and has implemented a complementary Age-

Friendly Community Strategy and Senior’s 
Friendly Engagement Toolkit. By being a 

leader in age and ability friendly 

communities, the City is committing to 

inclusion for seniors and those with diverse 

abilities; groups who often experience 

barriers to fully participating in their 

community. A healthy community fosters an 

environment that incorporates DEIAR 

principles. The DEIAR framework will help 

integrate already existing healthy 

communities work and provide cohesive direction, which will enhance the completion of healthy 

community initiatives and projects. 

Accessibility & Inclusion 

The City is ensuring inclusion and accessibility for all individuals. In addition to age-friendly 

initiatives, the Parks & Recreation department incorporates strategies for ensuring all ages and 

abilities have adequate access and options for recreation opportunities (e.g. children, youth, 

older adults, families, newcomers to Canada, non-English speakers). There is also an Access & 

Inclusion policy and Accessibility policy within Parks & Recreation which aims to reduce barriers 

Age Friendly Community Strategy, 2017 
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and promote access to parks & recreation services, programs, and City amenities. The City also 

implements principles of universal design which focuses on accessibility and barrier-free access 

for all. While not explicitly stated, concepts of universal design and barrier-free design imply 

equity and inclusion. 

Past and Ongoing Work as an Asset 

There are many examples to point to when looking at the city’s DEIAR current and previous 

work. The municipality’s Social Planning section has developed and partnered on projects which 

include the city’s Child Care Needs Assessment and Child Care Strategy, their Seniors 

Engagement Toolkit, the Wheelability Assessment Project, and Food Security Action Plan. In 

engaging vulnerable populations, the city’s partnered work with the Community Action Network 

Leadership Program has been positively impacting individuals with past or current homelessness 

experience to have opportunities to better engage within the community; additionally, the city 

has been in the process of obtaining designation as a Sanctuary City, which would enable optimal 

and equitable supports for immigrants, refugees and undocumented migrants.  

Environment & Sustainability 

Climate change and sustainability relate to equity by way of long-term impacts on the broader 

community, with more intense negative outcomes on vulnerable populations if not addressed. 

The city’s Envision 2032 plan provides guidance and oversight on future planning that considers 

community livability and social equity 

as one of its four pillars. Coordinated 

efforts between the city, its 

departments and community 

organizations are highlighted to be 

important to ensure achievement of 

goals and a healthy community for 

all.  

Community Partnerships 

New Westminster’s community 

organizations have been vital in 

moving work along related to healthy 

community building that is diverse, 

equitable, and inclusive. Its 

identification of immigrants as an 

asset to the community prompted the 

creation of the Multicultural Advisory 

Committee, which has provided expert advice and collaborative input regarding many initiatives 

such as the Immigrant & Refugee Survey Report Action Plan. The city’s Homelessness Coalition 

is providing leadership in the implementation of the city’s Homelessness Action Strategy, 

demonstrating that the city knows when it needs to rely on individuals and groups with lived 

experience to successfully complete community-prioritized work.  

Other initiatives that are informed by community partnerships included the Child & Youth 

Friendly Community Strategy, Age-Friendly initiatives, poverty reduction work, Envision 2032, 

Envision 2032 Plan, 2013 
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the Economic Development Plan, and the Indigenous Reconciliation Workshop and Framework 

(in development). 

Departmental Initiatives and Champions 

Within the municipality’s departments, there are high levels of work being dedicated to diversity, 

equity, inclusion and anti-racism initiatives. Many departments such as Development Services, 

Parks and Recreation, the library, and the Police department incorporate DEIAR into their 

policies, plans and initiatives. For example, the Police Department has allotted staff to work on 

an Equity, Inclusion, and Engagement Report; this document attempts to identify new directions, 

enhance engagement, improve outcomes for over represented populations, ensure cultural 

competency and plan to adopt a departmental Diversity and Inclusion Framework.  

Gaps 

Although many of the documents and initiatives reviewed had overt, explicit themes of diversity, 

equity, inclusion and anti-racism, there were many others where this language was missing. 

Although it may not always be needed as the content may imply DEIAR work, there are 

instances where that is not the case. Including written language around these concepts with 
definitions is vital, especially when the subject matter has implications of impact to vulnerable 

populations. This assists municipal staff and community members who are engaging with these 

documents to recognize the prioritization of tackling known systemic obstacles and barriers. It 

helps to embed this important work into daily activities, workflow, and future planning and 

further destigmatizes the occurrence of difficult conversations that need to take place in 

leadership and employee spaces. As a whole, equity and anti-racism language and concepts are 

less prominent in policies and plans, especially compared to concepts such as diversity and 

inclusion. Moreover, an intersectional lens  is not applied in any of the current City initiatives, 

policies, or plans and the majority of City documents need to be updated in terms of language 

regarding gender and disability (e.g. Incorporate language on the gender spectrum, and replace 

“disability” with “diverse abilities” in city policies, plans and resources). 

Municipal Employee Data 

To begin to tackle DEIAR concepts within the city, disaggregated data is needed to better 

understand the current context. Although there is a recognition that diversity does not boil 

down to proportions or number of ‘diversity hires’, there is value in a municipality knowing the 

breakdown of each of its departments. Currently, New Westminster knows the breakdown by 

gender; however, this breakdown is based on binary definitions of gender. This data needs to be 

updated to reflect the progressive nature of the city and the proposed DEIAR Framework, along 

with an understanding of other identifiers that impact a city employee and how intersectionality 

of those identifiers facilitate employee’s engagement and participation within the work 

environment and with the broader community.  

Evolving Community Demographics and City Initiatives  

As the city has recognized that population demographics are changing, it would be of benefit to 

begin planning for updated strategies that best reflect the current trends. For example, the 

Housing Strategy was last updated in 2010 and the housing market has changed immensely since 

then, not even considering the shift in demographics. More municipal documents need to be 

audited to ensure that statistics and content can best reflect the current community make up, 
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which will help to guide decision-making around policies, plans, and programs. Additionally, 

having up to date demographics can help to guide more fulsome engagement with the 

increasingly diverse set of community members, mitigating underrepresentation of certain 

populations, such as including more racialized seniors when using the Senior Engagement 

Toolkit.  

Lastly, it should be noted that this Summary of City initiatives, policies, and plans review provides 

information from a snapshot in time. We recognize that the City is always changing and adapting 

to evolving needs, so this baseline review does not speak to all of the work that is continually 

happening at the City, especially in light of the pandemic and constantly “pivoting” to meet the 

needs of the community.  

Evaluation & Monitoring 

While strategies often led to 

detailed action plans, there 

was less information about 

on-going evaluation and 

monitoring. This is not unique 

to the City of New 

Westminster; most 

municipalities engaged in 

EDI/DEIAR work do not have 

formalized processes for 

evaluating this work, nor data. 

However, as outlined in the Best 

Practices, there are many 

evaluation toolkits for monitoring DEIAR initiatives. 

RECOMMENDATIONS AND NEXT STEPS 

During this initial phase of the project, our team at LevelUp has addressed many of the key 

questions that will continue to shape the development of the City of New Westminster’s DEIAR 

Framework. Through the literature review and environmental scan, we now have a good idea of 

what other cities across Canada have done to address inequities, discrimination, exclusion and 

racism, and what research is recommending. We have also learned about the many actions the 
City of New Westminster has already taken and identified some potential areas in which further 

work might focus. 

In late December 2020, the team will submit high-level outlines for the DEIAR Framework and an 

anti-racism education and training plan to accompany the development and implementation of the 

Framework. 

Looking into 2021, our recommendations for next steps of the development of the Framework 

include: 

● The development of a comprehensive plan for municipal and community engagement. The 

LevelUp team aims to start Phase 2 (Stakeholder Engagement) of the project by conducting 

internal stakeholder interviews and focus groups in early January and February 2021. This 

City of Portland, 2015 
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phase will contribute to a current state analysis and a state of readiness assessment for the 

City of New Westminster Council and City staff, including the Police Board, Library Board 

and unions affiliated with the City of New Westminster. Once the internal stakeholder 

engagement has been completed, the team will then embark on external community 

engagement activities by conducting interviews and focus groups with residents and 

community organizations working in the areas of diversity, equity, inclusion and anti-racism. 

● The compilation of an equity, diversity & inclusion-based community profile of New 

Westminster, using disaggregated data as much as possible. Using analyses already available, as 

well as data from Statistics Canada and other sources, we suggest the preparation of a profile 

that will help to better understand and highlight the unique nature of the people of New 

Westminster. 

● The design and implementation of a staff survey, to better understand the views, questions 

and ideas of City staff, related to the development of the DEIAR plan. 

● The implementation of a thorough equity audit, a systematic method to assess the current 
state of policies, programs and services within the municipality. An audit also provides a 

baseline measure that can be used as elements of the new framework are implemented and 

progress over time is measured. There are several good general audit tools available33 and 

there are specific tools for particular aspects of equity, diversity, inclusion and anti-racism 
work, including measuring disability inclusion performance34. The LevelUp team would work 

closely with City departments to conduct these audits. 
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Appendix A: EDI/DEIAR Strategies Reviewed  

 

As part of this phase of the project, the following EDI / DEIAR frameworks, strategies and plans 

were reviewed: 

 

Brooks, AB Stratford, PEI 

Calgary, AB Brossard, QC 

Cochrane, AB La Tuque, QC 

Edmonton, AB Longueuil, QC 

Grande Prairie, AB Malartic, QC 

Lethbridge, AB Montreal, QC 

St. Albert, AB Sherbrooke, QC 

Wood Buffalo/ Fort 

McMurray, AB 

Brossard, QC 

Vancouver, BC La Tuque, QC 

Williams Lake, BC Varennes, QC 

Moncton, NB Prince Albert, SK 

County of Kings, NS  

Halifax, NS  

Cambridge, ON Sacramento, California 

Hamilton, ON Portland, Oregon 

Markham, ON Seattle, Washington 

Mississauga, ON Elgin, Illinois 

Oshawa, ON  

Ottawa, ON  

Peel, ON  

Toronto, ON  

Windsor, ON  
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Instructions on How to Read the Matrix 

Each policy, plan, strategy, and initiative has been reviewed to 

assess if DEIAR concepts are present either explicitly or in theme 

and through nuance. The following is a legend on interpretation of 

assigned shading: 

 Strong presence of DEIAR concept 

 Moderate presence of DEIAR concept 

 Minimal presence of DEIAR concept 
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Municipal Department Policy/Plan/Strategy/Initiative Equity Diversity Inclusion LGBTQ2S+ Culture Anti-Racism Gender Diversability Acccessbility
City-Wide/Office of the 
CAO

Strategic Plan (2019)

Official Community Plan (2017)

Economic Development Plan - 
Future Foward 2018-2019

Envision 2032 (2013)

Environmental Strategy & 
Action Plan

Biodiversity and Natural Areas 
Strategy

NWThinkLab (NWTL)

Social Planning: 
Access & Inclusion

Wheelability Assessment 
Project

Everybody Active

Social Planning: Age 
& Ability Friendly 
Communities

Age-Friendly Community (City) 
Strategy

Dementia-Friendly Community 
Action Plan

Seniors Engagement Tool

Age-Friendly City Initiative 

Social Planning: Child 
Care & Child 
Development

Child Care Strategy 

Child Care Needs Assessment

Early Childhood Development 
Hubs

ECD Hubs In New Westminster

Neighbourhoods of Learning 
Project Report

Child & Youth Friendly 
Community Strategy

https://drive.google.com/open?id=1HB1GZfinvaQp5yjJWZo0qDsaBGFIoESQXVC92UjqaH8


Municipal Department Policy/Plan/Strategy/Initiative Equity Diversity Inclusion LGBTQ2S+ Culture Anti-Racism Gender Diversability Acccessbility
Social Planning: 
Community Poverty 
Reduction Initiatives

Community Poverty Reduction 
Strategy

Food Security Action Plan

Food Survival Kit

Poverty Reduction Action Plan 
2019-2020

Child Poverty Profile

Social Planning: 
Healthy Community

Live 5-2-1-0

Health is Everyone's Business

Smoking Control Bylaw

Smoking Control Bylaw 
Brochure for Businesses

Social Planning: 
Homelessness

Homelessness Webpage

Homelessness Needs 
Assesssment

Homelessness Action Strategy

Social Planning: 
Multiculturalism & 
Intercultural Relations

Multicultural & Intercultural 
Relations Webpage

Sanctuary City Policy

Multicultural Advisory 
Committee Immigrant & 
Refugee Survey Report Action 
Plan

Welcoming & Inclusive New 
Westminster (2016)

Chinese Reconciliation Process 
(2016)

https://drive.google.com/open?id=1HB1GZfinvaQp5yjJWZo0qDsaBGFIoESQXVC92UjqaH8


Municipal Department Policy/Plan/Strategy/Initiative Equity Diversity Inclusion LGBTQ2S+ Culture Anti-Racism Gender Diversability Acccessbility
Social Planning: 
Reconciliation Work

Reconciliation Task Force 
Terms of Reference

Reconciliation Workshop and 
Framework

Parks & Recreation Parks & Recreation 
Comprehensive Plan

Parks & Recreation Signage

Development Services Downtown Community Plan 
(2010)

Inclusionary Housing Policy 
(2019)

Affordable Housing Strategy 
(2010)

Queensborough Community 
Plan

Tenant Relocation Policy

Engaging People with Lived 
Experiences in City 
Engagement and Decision-
Making

Engineering and 
Engineering 
Operations

Transportation Master Plan 
(2015)

Downtown Transportation Plan
(2020)
Department Service Plan (2020)

Human Resources 
(Note: 32 documents 
reviewed; if not included in 
matrix, had no reference or 
nuance to concepts)

Collective Agreement
(2016-2019) - City, Policy Board 
& Library Board

Collective Agreement (2015-
2020)- Electrical Worker

Disability Management Policy
(2018)

https://drive.google.com/open?id=1HB1GZfinvaQp5yjJWZo0qDsaBGFIoESQXVC92UjqaH8


Municipal Department Policy/Plan/Strategy/Initiative Equity Diversity Inclusion LGBTQ2S+ Culture Anti-Racism Gender Diversability Acccessbility
Exempt Acting Assignment and 
Secondment

Fit for Work 

Living Wage

Medical Examination

Multicultural Policy

Respectful Workplace and 
Human Rights

Library New Westminster Public Library 
Strategic Plan

New Westminster Public Library 
Board Policy Manual 

Fire & Rescue 
Services 

Hazard, Risk, and Vulnerability 
Analysis - Corp of the City of 
New Westminster (2011)

Career Map & Succession Plan

New Westminster Fire & Rescue 
Services - 2020 Firefighter 
Application Guide

Fire Collective Agreement 
(2012)

Police Strategic Plan 2016 

Collective Agreement

Recruitment Policy

Respectful Conduct in the 
Workplace
Disability Management (2020)

Street Checks (and Police 
Stops)

Search Policy

https://drive.google.com/open?id=1HB1GZfinvaQp5yjJWZo0qDsaBGFIoESQXVC92UjqaH8


Municipal Department Policy/Plan/Strategy/Initiative Equity Diversity Inclusion LGBTQ2S+ Culture Anti-Racism Gender Diversability Acccessbility
Vulnerable Groups

Hate Bias Crimes

Investigations Involving 
Persons with Special 
Communication Needs
Community Relations

Intergovernmental & 
Community Relations

Community Energy and 
Emissions Plan

Electric Utility Utiliy Commission Strategic 
Plan

Finance Asset Management Strategy 
(Draft)

Purchasing Manual Policy

Legislative Services Advisory Committee Policy

https://drive.google.com/open?id=1HB1GZfinvaQp5yjJWZo0qDsaBGFIoESQXVC92UjqaH8


 

 

 

 
32 

TABLE OF CONTENTS 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
APPENDIX C: SUMMARY TABLE 
OF CITY INITIATIVES, POLICIES & 
PLANS REVIEW 

 



 
 

 
Summary of City Initiatives, Policies, and Plans Review 

 

City Department Strengths of Initiatives/Policies/Plans Gaps 

City-wide / Office of 
the CAO 
 
 
 
 
 
 
 
 

Strategic Plan (2019) identifies diversity, equity inclusion, anti-racism, culture, disability and 
accessibility as core values. Within the plan, these themes are embedded into priority areas, 
with primary and secondary actions. One of the priority actions is to develop a Diversity and 
Inclusion Action Plan. The Healthier Community Strategy is currently underway. The Strategic 
Plan has a key direction to utilize a disability justice lens to identify and mitigate barriers to 
universal access and mobility.  
 
The Official Community Plan (2016) contains an overarching policy which emphasizes the 
importance of “creating welcoming, inclusive and accepting communities” and to prioritize 
celebration and recognition the contributions of specific populations, such as LGTBQ2S+, 
seniors, and persons with disabilities. The OCP contains policies relating to diversity, equity, 
inclusion, anti-racism, culture, disability, accessibility and LGBTQ2S.   
 
Economic Development Plan - Future Forward 2018-2023 focuses on sustainability, livability, 
and emphasizes stakeholder engagement. Diversity well represented in photos. 
 
Envision 2032 (2013) is an integrated community sustainability plan/lens that recognizes 
community livability and social equity as one of the four overlapping pillars. There is 
recognition that partnerships between departments, different sectors in the community and 
with residents is required to achieve Envision 2032 goals. 
 
Environment Strategy and Action Plan (2018) recognizes that a healthy environment is 
crucial for the well-being of residents. Collaboration across several departments, forming a 
task group, and engaging community stakeholders led to comprehensive actionable goals and 
strategies. 
 
Biodiversity and Natural Areas Strategy is currently in development to “protect and restore 
ecological integrity, biodiversity , and connectivity of natural areas”. The process of 
developing this strategy recognizes the importance of community and especially Indigenous 
voices with appropriate engagement as a result. 
 

Strategic Plan does not make 
references to gender or LGBTQ2S.   
 
 
 
 
 
OCP does not contain any policy 
directly relating to gender.  
 
 
 
 
Missing specific DEIAR language 
 
 
 
 
Add an equity lens to highlight how 
environment sustainability 
outcomes are different for 
different groups/neighbourhoods. 
E.g. issues of climate justice: some 
neighbourhoods are more 
vulnerable to the effects of climate 
change. 



In 2020, the City established its NWThinkLab (NWTL), also known as Noodle, a task force 
which currently focuses on enhancing sustainable changes within the municipality’s policies 
and operations through strategies that will enable staff to understand and utilize an equity 
lens. Specifically, their Terms of Reference discusses their aim to create “an efficient, 
low-waste, decarbonized, non-racist, reconciled, fiscally sustainable community”.  

Social Planning: 
Access & Inclusion 

Wheelability Assessment Project aims at assessing accessibility of particular neighbourhoods 
in New Westminster through measuring wheelability and subsequently improving 
transportation and mobility options to enhance equity for individuals who use aids.  Inclusive 
engagement tools were utilized including an assessment map (ie. intersections), 2-day 
assessment task of observing wheelchair users and companions, and the delivery of a 
accessible-focussed survey to relevant participants. In addition to disability and accessibility, 
inclusion and equity were foci themes of this project. 
 
Everybody Active focuses on equity, inclusion, and accessibility when it identifies 20 
challenges and obstacles for low-income community members to access and participate in 
parks and rec programs. Engagement through focus groups and questionnaires of people with 
lived experience and community organizations was completed and over 20 suggestions were 
generated by these individuals and organizations. 

Prioritized on only two 
neighbourhoods based on amount 
of seniors who utilized wheelchairs, 
which may have left out other 
neighbourhoods with non-senior 
residents who struggle with 
wheelability and accessibility. 
 
Did not include municipal staff in 
consultation (identified as next 
steps once more funding was 
secured)  
 
 
 

Social Planning: Age 
& Ability Friendly 
Communities 

Age-Friendly Community (City) Strategy thoroughly embodies major concepts of DEIAR by 
building upon already existing age friendly initiatives within the municipality but helped to 
develop a guiding framework to pull initiatives together and fill in gaps. Highly prioritized 
community engagement methodologies of those with lived experience and those who care 
for/about individuals with lived experience (specifically conducting an open house in terms of 
access and inclusion) and has an annual monitoring and reporting plan within implementation 
actions. 
 
Dementia-Friendly Community Action Plan uses an asset-based approach in their 
dementia-friendly community concept based on four barrier-free cornerstones (people, place, 
resources and supports). It draws attention to the fact that broader determinants of health 
and health care need to be addressed and coordinated by senior levels of government to deal 
with issues such as affordable/appropriate housing and long term care. 
 
Seniors Engagement Toolkit prioritizes inclusion as a major focus and is an iterative/dynamic 
document that guides engagement and consultation strategies with seniors in the 
community, recognizing that needs will be ever-changing based on present-day issues and 
shifting demographic proportions. Contains practical and usable tools/techniques to equip 

 
 
 
 
 
 
 
 
Equity discussion is not as strong as 
it should be in a strategy such as 
this one (in terms of 
intersectionality of individuals who 
may have dementia and another 
significant personal identifier such 
as racialized or low-income). 
 
Next iteration should better reflect 
growing diversity of seniors in the 
community and more discussion as 



city staff in their activities/tasks of consultation; prioritizes partnerships when asking seniors 
to review policies, plans, programming. 
 
Age-Friendly City Initiative (2009) engaged older adults in the development of the initiative, 
with a goal for the city to be accessible and inclusive to all ages and capacities. Broad range of 
topics covered: transportation, outdoor spaces and civic facilities, housing, social 
participation, civic involvement and volunteerism, respect and social inclusion, information 
and communication, health and social services. City recognizes the need for partnerships with 
other levels of government and organizations to commit to this work. Specific initiatives 
included a directory of senior services, "In my backyard" fairs, "wheelability project", Sharing 
Experiences and Knowledge initiative (seniors conducting tours with elected officials and City 
staff), working with a Senior's Task Force. The process of these initiatives also incorporates 
accessibility and inclusion. 

to how to better engage with them 
in a more fulsome manner. 
 
 
Next iteration should have more 
language and discussions around 
equity and better reflect growing 
diversity of seniors in the 
community and more discussion as 
to how to better engage with them 
in a more fulsome manner. 

Social Planning: 
Child Care & Child 
Development 

Child Care Strategy (2016) discusses the symbiotic relationship of accessible, quality childcare 
between children, parents and municipalities (ie. women in the workforce and economy 
support). The child care policy recommends a comprehensive childcare system that prioritizes 
availability and proposes 21 actions have specified timelines to achieve. Strategy embodies 
strong concepts of equity, inclusion, and accessibility. 
 
Child Care Needs Assessment (2015) demonstrates the city’s attempt to conduct periodic 
assessments every 5 years to ensure that needs are being reflected with any types of shifts or 
demographic changes within the municipality/community. Assessment contains a 'gap 
analysis' which has an identification of challenges including cost of childcare vs. household 
income and limited infant/toddle. Links to other initiatives occuring in the community and 
focuses on diversity, equity, accessibility and points of cultural discussion. 
 
Early Childhood Development Hubs recognizes trends of diversity and inequities in the City. 
Based on a partnership model and driven by the community. 
 
ECD Hubs in New Westminster provides a summary report to the Council on the Early Child 
Development Hubs document and links the OCP strategies and goals to the project to 
highlight the city’s responsibilities in ensuring success. 
 
Neighbourhoods of Learning Project Report is a pilot project that aimed to bring together 
education and community services in one-stop shop model in new school facilities and 
supported by municipal policies/strategies. Is it linked to the neighbourhood hubs project. 
Identified prioritizing access to immigrant populations and lower-income populations (ie. 
lone-parent families and renters). Also discussed 'community schools' and facilities being 

Affordability discussion around 
low-income and accessibility 
discussions around vulnerable 
populations could be 
strengthened/more in-depth.  
 
Noted underrepresentation in their 
parent survey from certain 
sub-groups such as recent 
immigrant parents and renter 
household respondents (tried to 
compensate during focus groups). 
 
 
 
 
 
 
 
 
 
 
 
 
 



community-focussed during non-school hours. Report includes themes around diversity, 
equity, inclusion, accessibility and points on multiculturalism. 
 
Child & Youth Friendly Community Strategy demonstrates partnerships with multiple 
organizations and the city to enhance neighbourhood development. Aims to meet the 
evolving needs of families, children and youth and provide them with safe and healthy 
opportunities. Discusses social determinants of health and includes eight domains of 
influence that have corresponding 1 page action plans, which relate to diversity, equity, 
inclusion, and accessibility. 

 
 
 
Lone parents were 
underrepresented in engagement 
process. 

Social Planning: 
Community Poverty 
Reduction Initiatives 

Community Poverty Reduction Strategy emphasizes equity and inclusion, with nuances to 
disability and accessibility; was developed based on thorough consultation with individuals 
with lived experiences. Prioritizes partnership and collaboration within the community to deal 
with barriers that families face with those who live in poverty. Contains a community profile 
poverty snapshot, discusses poverty by neighbourhood and identifies barriers and challenges 
extensively  
 
 
Food Security Action Plan aims to address poverty and rising food insecurity issues and 
provide feasible solutions to identify barriers. Municipality recognized that partnerships are 
needed between community organizations as it couldn't lead the work (not in jurisdiction) 
and subsequently created a body that would be a sub-committee to address issues. Access to 
culturally-appropriate food was one ultimate goal of implementation and included a 
discussion piece around food-sovereignty. 
 
Financial Survival Kit is a webpage that provides resources for debt, rent, subsidies, benefit 
cut-offs, food supports, and emergency rent funds. 
 
Poverty Reduction Action Plan 2019-2020 is based on the Community Poverty Reduction 
Strategy. It is a 2-pager document which includes evaluation time periods, responsibilities, 
and steps attached to actions, which assists in directed work by each party. Two working 
groups proposed aimed to continue to engage community members and stakeholders who 
cannot participate in working groups.  
 
Child Poverty Profile (2020) was updated during COVID-19 and prioritizes equity and 
accessibility during the pandemic. Discuss ways to measure and analyze child poverty and 
compare rates to different scenarios (ie. low-income families, lone-parent families, families 
struggling with housing). Identifies where child poverty is happening in the municipality and 
which demographic groups create vulnerability to child poverty. 

Doesn't discuss issues around 
Indigenous intersections with 
poverty and reconciliation efforts; 
five year action plan doesn't have 
annual or projected deadlines, 
which may challenge 
implementation. 
 
Action plan doesn't have set 
timelines of stages that they have 
stated (difficult to monitor and 
evaluate without approximate 
dates). 
 
 
 
 
 
 
 
 
 
 
 
Very quantitative with no 
qualitative data or consultation of 
families with lived experience. 



Social Planning: 
Healthy Community 

Healthy Community landing webpage demonstrates the interconnectedness between healthy 
communities and DEIAR concepts. The City has a Healthier Community Partnership 
Committee and the healthy community initiatives highlight partnerships with Fraser Health 
Authority and SD No. 40 
 
Live 5-2-1-0 aims to simplify information re: nutrition and physical activity for children(at least 
5 fruits and vegetables, no more than 2 hours screen time, at least 1 hour physical activity, 0 
sugar sweetened drinks)  
 
 
 
Health is Everyone’s Business includes good recognition that health is everyone's business 
and employee health related to the company's overall benefit 
 
Smoking Control Bylaw prioritizes accessibility and includes the need for ‘no smoking’ signs 
to include graphics for community members. 
 
Smoking Control Bylaw Brochure for Businesses clearly outlines bylaw in an accessible 
manner; brochures for businesses need to be easy to read and understand. 
 
Healthy Built Environment Lens was developed in partnership between municipality, Fraser 
Health, and School District to positively impact the health of community members to further 
promotion and prevention. Discusses the relationship between health and built environment 
and the vital role of public consultation was highlighted. 
 

 
 
 
 
 
 
Can strengthen how inequities play 
a role in health behaviours and 
acknowledge barriers some 
children may have in adhering to 
5-2-1-0. 
 
Too much focus on behaviours 
without taking broader 
determinants/systems into 
consideration (e.g. how does work 
culture, diversity, equity, inclusion, 
anti-racism affect employees’ 
health?). 
 
 
 
Does not fully expand on the 
equitable impacts of healthy built 
environment work. 

Social Planning: 
Homelessness 

Homelessness webpage provides access to important information, demonstrating linkages 
between the municipality and BC Housing and direct service providers on housing initiatives. 
 
 
Homelessness Needs Assessment highlighted consultation that occurred through in-depth 
interviews of individuals with lived experience and included quotes from participants via case 
study structure; consultation also included a service provider survey. Identified major gap in 
low-barrier drop-in centre for homeless; also identified other supports missing (addiction 
services, outreach support, health care access etc). Provided comparisons of raw data in NW 
to Greater Vancouver Region for context. Provided necessary definitions (ie. different types of 
homelessness and dwellings). 
 

Does not include current/recent 
measurement/indicator of 
homelessness (ie. reference to 
increase from 2005-2008). 
 
Although homelessness as it 
impacts Indigenous populations 
were mentioned throughout the 
document as a vulnerable sub-set 
of the homeless population, no 
practical solutions were identified.  
 



Homelessness Action Strategy was developed based on findings from previous needs 
assessment. Strategy contains a 'Continuum of Housing and Support' for mitigating 
homelessness and discusses the city’s reliance on Homelessness Coalition partnership to 
move work along, with the Coalition responsible for 3 out of 4 overall actions listed in the 
Executive Summary. Includes targeted actions for youth, older adults, and individuals with 
mental health issues; appendix lists actions by responsible party (for accountability and 
transparency). 

No discussion on homelessness as 
it intersects with race or culture (ie. 
Indigenous populations). 

Social Planning: 
Multiculturalism & 
Intercultural 
Relations 

Multiculturalism & Intercultural Relations webpage provides easy access to information, 
especially to the Hello, New Westminster: Newcomer’s Guide. The city aims to be one of the 
most welcoming and inclusive communities in BC. Over the past 10 years, the municipality has 
undertaken many initiatives to achieve this goal (which are listed on the webpage). 
 
Sanctuary City Policy prioritizes equity, inclusion, accessibility, diversity, and multiculturalism. 
Policy development initiated in response to increased immigration, refugee statuses, and 
undocumented migrants (ie. trafficked individuals); consulted with both the Multiculturalism 
Advisory Committee and the Welcoming and Inclusive Communities Local Immigration 
partnership for input from people with lived experience. New Westminster Schools Sanctuary 
Policy attached and in alignment with the city’s attempt to obtain designation. 
 
Multicultural Advisory Committee Immigrant & Refugee Survey Report Action Plan (2014) 
was developed in partnership with the Multicultural Advisory Committee, which includes 
community members with lived experience. Includes strong language and nuances around 
diversity, inclusion and anti-racism. 
 
Welcoming & Inclusive New Westminster (2016) focuses on inclusion as the City recognized 
increasing diversity and system barriers faced by the increasing number of newcomers in the 
community. 
 
Chinese Reconciliation Process (2016) was developed in consultation with the community, an 
advisory group, and multiple city department employees. Contains strong nuance and 
language related to anti-racism, culture, diversity, and inclusion.  

 
 
 
 
 
 
 
 
 
 
 
 
 
Missing is nuance around equity, 
accessibility, disability, gender, and 
LGBTQ2S+. 
 
 
Missing is nuance around equity, 
accessibility, disability, gender, and 
LGBTQ2S+. 
 

Social Planning: 
Reconciliation Work 

Reconciliation Task Force Terms of Reference details the task force’s focus on social equity 
and inclusion; task force is still in its infancy 
 
Reconciliation Workshop and Framework is an ongoing project that will focus on internal and 
external workshops and engagement to build up a guiding document for the municipality. 

Only municipal employees are 
members of task force. 



Currently being completed by an external consultant group, this work is taking place through 
the Heritage Services Division and will include DEIAR concepts in its process and final product. 

Parks and 
Recreation  

The Parks & Recreation Comprehensive Plan (2008) considers equity, diversity, inclusion, 
culture, diverse abilities, accessibility. There is even mention of geographic equity, recognizing 
that some parts of New Westminster are better served with parks & rec services and 
amenities than other parts of the city. There are strategies for ensuring all ages and abilities 
have adequate access and options for recreation opportunities (e.g. children, youth, older 
adults, families, newcomers to Canada, non-English speakers). 
 
The Access & Inclusion Policy aims to reduce barriers and promote access to parks & 
recreation services/programs. The Parks & Recreation website has an Access & Inclusion page 
which outlines the accessibility features of facilities including universal washrooms (e.g. 
inclusive for families, trans and non-binary people, those with diverse abilities), accessibility 
videos that highlight accomplishments and bring awareness, and information about city 
grants, financial assistance, and participation support services. 
 
Child Protection Policies & Procedures to create a safe space for children and safeguard 
children from sexual abuse and victimization. Staff receive training on children and youth 
abuse prevention. 
 
Working With Vulnerable Populations Policy & Procedures to prevent private interactions 
between staff and vulnerable populations (participant more susceptible to harm) to ensure 
appropriate interactions between staff and participants. 
 
Refund Policy & Procedures 
 
Facility Allocation Policy & Procedures notes allocating space in a fair and equitable manner. 
User groups historically disadvantaged (e.g. by gender, disability, financial status, age) are 
given priority for bookings 
 
Accessibility Policy includes people with a sensory or physical disability. Use of universal 
design (focus on accessibility for all, not disability) and barrier-free access for all. While not 
explicitly stated, concepts of universal design and barrier free design imply equity and 
inclusion. 

Only consideration for binary 
gender and no mention of 
LGBTQ2S+. No mention of 
anti-racism. 
 
 
 
Consider using “diverse abilities” vs 
“disability”. Uses overarching term 
“vulnerable” without specifically 
mentioning race, gender, 
LGBTQ2S+. Equity mentioned only 
in definition of ‘social services’ and 
diversity not mentioned in policy at 
all. 
 
 
 
Doesn’t provide specifics about 
how one might be considered more 
vulnerable (e.g. gender, race, age, 
health status, etc.). 
 
No DEIAR matrix terms listed.  
 
No mention of diversity, inclusion, 
race, LGBTQ2S+. 
 
 
No mention of diversity, race, 
gender, LGBTQ2S+. 

https://www.newwestcity.ca/parks-and-recreation/access-and-inclusion#participation-support-services


Development 
Services 

Downtown Community Plan (2010) aims to provide guidance on supporting sustainable high 
density growth in the municipality while recognizing the vital importance of heritage assets, 
parks, cultural and recreational services. It contains key goals relating to diversity, equity, 
inclusion and culture. 
 
Inclusionary Housing Policy (2019) discusses the necessity of meeting the city’s affordable 
housing needs through procurement of non-market and below-market rental units in new 
developments. The policy contains minimal discussion around inclusion. Applies an equity 
lens throughout the document; three of its principles focus on contributing to the affordable 
housing supply, providing adaptable housing, and creating inclusive communities. The City will 
be applying for a provincial grant in the amount of $50,000 to undertake a Housing Needs 
Assessment.  
 
Affordable Housing Strategy (2010)  offers a vision of an inclusive city where there are 
housing options for all. It builds on other strategies such as the Homelessnes Action Strategy 
(2006) and recognizes the housing continuum ranges from emergency shelters to affordable 
rental and home ownership. While not explicit, incorporating the housing continuum and 
ensuring there are housing options for all is applying an equity lens. Also highlights barriers 
experienced by certain populations (e.g. seniors and persons with disabilities, renters, low 
and moderate income families, Indigenous households, immigrants and refugees). The City’s 
role was clearly outlined and they highlighted the need for community partnerships. 
  
Queensborough Community Plan (2020) provides vision for the specific community in 
relation to the OCP and growth management strategies for the next 30 years. Goals within the 
plan include discussion around diversity, equity, inclusion, culture, disability and accessibility. 
 
Tenant Relocation Policy (2018) was developed in response to identified financial and 
logistical challenges by certain population groups, such as persons with disabilities. The policy 
aims to enhance protections for these groups in their aim to keep secure housing. 
 
Engaging People with Lived and Living Experiences in City Engagement and Decision-Making 
Processes (2019) identifies a partnership with the BC Poverty Reduction Coalition, who aimed 
to engage up to 15 residents with lived and living experiences of poverty in the Community 
Action Network Leadership Program. The report highlighted the process of updating the 
Homelessness Needs Assessment and Action Strategy, which will replace the previous 
Strategy from 2006 and will be developed with New Westminster Homelessness Coalition 
Society. Additionally, discussion around the development of a new aquatic and community 
centre was included in reference to community expressed interest in addressing the needs of 
the LGTBQ+ population (ie. facility change room and washroom points of discussion). 

 
 
 
 
 
 
 
 
 
 
 
 
 
The Affordable Housing Strategy 
(2010) is dated and an update 
should include engaging 
community members with lived 
experience of being in need of 
affordable housing. 
 
 

 
 
 
 
 



Engineering and 
Engineering 
Operations 

Transportation Master Plan (2015) aims to provide Council’s investment and commitment to 
prioritize sustainable transportation methods within the city; the plan contains minimal 
discussion around equity, inclusion, and accessibility, although there is nuance related to 
concepts throughout. 
 
Downtown Transportation Plan (2020) provides minimal discussion around accessibility, 
disability and inclusion within its Pedestrian Network and Transit Network sections.  
 
Department Service Plan (2020) contains a few statements and outcomes which relate to 
diversity, equity and accessibility. 

 

Fire & Rescue 
Services 
 
 
 
 
 
 
 

New Westminster Fire & Rescue Services: Firefighter Application Guide (2020) contains 
discussion points relating to inclusion, anti-racism, culture and gender. The guide contains a 
self-evaluation questionnaire, which includes inclusion, diversity, and equity questions such as 
“Do I treat all people with respect, dignity, and professionalism regardless of race, creed, 
gender or beliefs?” 
 
Fire Collective Agreement (2012) outlines technical discussion focussed on legal collective 
bargaining. The agreement contains several points on anti-racism and gender within its 
content. 

 

Hazard, Risk, and Vulnerability 
Analysis (2011) does not contain 
any language and references on 
diversity, equity, inclusion, 
anti-racism, culture, gender, 
disability, accessibility and 
LGBTQ2S+. 
 
Career Map & Succession Plan 
does not contain any language and 
references on diversity, equity, 
inclusion, anti-racism, culture, 
gender, disability, accessibility and 
LGBTQ2S+. 



Police Police Strategic Plan was developed after extensive, inclusive consultation with community 
members and internal staff; engagement techniques included presentations, internal staff 
survey, public opinion survey. One of the plan’s strategic directions outlines enhanced 
improved engagement with communities and key partners. 
 
Police Collective Agreement outlines technical discussion focussed on legal collective 
bargaining and includes sections related to inclusion, anti-racism and LGBTQ2S. 
 
Recruitment Policy contains policies relating to equity, diversity and gender. 
 
Respectful Conduct in the Workplace Policy contains policies relating to diversity, equity, 
inclusion, anti-racism,  gender, disability, and LGBTQ2S. 
 
Disability Management Policy contains policies relating to equity, inclusion, disability and 
accessibility.  
 
Street Checks (and Police Stops) Policy contains policies relating to anti-racism.  
 
Search Policy contains sections on diversity, culture, gender and LGBTQ2S. 
 
Vulnerable Groups Policy contains policies and sections relating to equity, inclusion, culture, 
gender and disability. 
 
Hate Bias Crimes Policy contains policies and sections relating to anti-racism, gender and 
disability. 
 
Investigations Involving Persons with Special Communication Needs Policy contains policies 
and sections relating to equity, inclusion and disability.  
 
Recruitment Policy provides a recruitment program that demonstrates their commitment to 
being an equal opportunity employer. There is discussion within the policy around gender 
equity and the NWPD’s priority to support activities that will pursue and facilitate gender 
equity 
 
Community Relations Policy aims at prioritizing diversity, inclusion, and equity through 
betterment of relationships between community members and the police, which will enhance 
policing services. 

Police Strategic Plan does not 
contain any language and 
references on diversity, equity, 
anti-racism, culture, gender, 
disability, and LGBTQ2S. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Community Relations Policy could 
be updated to include specific 
language related to equity and 
anti-racism. 



Human Resources 
 
 
 
 
 
 
 
 

32 Human Resources policies were reviewed with the following findings: 
 
Disability Management Plan is available for staff and supports all staff with impacted abilities 
to work in situations related to chronic or discrete health situations. 
 
Exempt Acting Assignment and Secondment Policy have discussion points and nuance 
around diversity, equity and inclusion.   

 
Living Wage Policy is an equity-based policy to ensure that employees can engage in activities 
that support healthy living such as feeding, clothing and providing shelter for their family, 
healthy child development, and mitigating risk of poverty. 
 
Multicultural Policy is a brief document that outlines the city’s commitment to achieving 
equal access to community, education, housing, and education services; it references all 
aspects of DEIAR (diversity, equity, inclusion, anti-racism, culture, gender, disability, 
accessibility and LGBTQ2S). 
 
Respectful Workplace and Human Rights Policy contains discussion points referencing 
equity, inclusion, gender, disability, accessibility and LGBTQ2S. 
 
 
 

The Collective Agreement and 
Collective Agreement do not 
contain any language and 
references on diversity, equity, 
inclusion, anti-racism, culture, 
gender, accessibility and 
LGBTQ2S+. 
 
Respectful Workplace and Human 
Rights Policy does not directly 
make any reference to diversity, 
anti-racism and culture. 
 
A number of other HR policies were 
available for review and were 
analyzed and it was found that 20 
of these policies do not have any 
references on diversity, equity, 
inclusion, anti-racism, culture, 
gender, accessibility and LGBTQ2S. 
 
Human Resource department has 
very limited collected and 
synthesized data on city 
departmental staff breakdown 
relating to ethno-culturally diverse, 
gender and sexual orientation 
backgrounds and persons with 
diverse abilities.  
 
 

Library 
 

New Westminster Public Library Strategic Plan is a 2-pager document that outlines 
principles, goals, and actions that the library aims to uphold and implement to enhance the 
community’s access and experience within branches. The plan contains goals on diversity, 
equity, inclusion, culture, and accessibility. 
 

The Library Strategic Plan does not 
have any explicit language relating 
to anti-racism, gender and 
LGBTQ2S+. 
 
 



 
 
 
 
 
 
 

New Westminster Public Library Board Policy Manual provides access to a number of policies 
pertaining to Board membership and processes; it contains policies on equity, inclusion, 
anti-racism, culture, gender, accessibility and LGBTQ2S+. 
 
 

New Westminster Public Library 
Board Policy Manual does not have 
any reference to diversity. 

Intergovernmental 
& Community 
Relations 
 

 Community Energy and Emissions 
Plan does not have any references 
on diversity, equity, inclusion, 
anti-racism, culture, gender, 
accessibility and LGBTQ2S+. 

Electric Utility Utility Commission Strategic Plan contains minimal discussion points relating to inclusion. Utility Commission Strategic Plan 
does not contain any reference to 
diversity, equity, anti-racism, 
culture, gender, disability, 
accessibility and LGBTQ2S+.   

Finance 
 

Asset Management Strategy (Draft) contains one facet discussion point related to diversity. 
 
Purchasing Manual Policy contains policies relating to equity and diversity. 

The Procurement Policy does not 
contain any language and 
references on diversity, equity, 
inclusion, anti-racism, culture, 
gender, accessibility and LGBTQ2S+ 

Legislative Services Advisory Committee Policy contains discussion points on diversity, equity and inclusion.   
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Minutes Extract – Regular Council Meeting 
January 4, 2021 

7. New Westminster Police Department letter dated November 26, 2020 and
report regarding Response to the Calls for Justice – Listening and Learning
through Respect and Understanding

a. November 24, 2020 Restorative Justice Committee Draft Minutes
Extract

In discussion Council members noted: 

• Sending this report to the Reconciliation, Social Inclusion and Engagement
Task Force (RSIETF) for analysis and recommendation may be the most
appropriate place to start in providing comments;

• The report was initially referred to the Restorative Justice Committee (RJC)
where a fulsome discussion took place;

• There is an understanding that this is a work in progress;
• Caution in broadening the scope beyond Indigenous women and girls; the

scope is defined by the MMIWG report;
• One of the criticisms in the report on Missing and Murdered Indigenous

Women and Girls (MMIWG) report is delayed response, and sending the
report out to many groups would contribute to yet another delay.

• The RSIETF is a subcommittee of Council with senior staff, and has the
knowledge to handle this, and is the next logical step.

MOVED and SECONDED 
THAT Council refer this matter to the Reconciliation, Social Inclusion and 
Engagement Task Force, for analysis and recommendations. 

CARRIED. 
All members present voted in favour of the motion. 

RSIETF Agenda
January 11, 2021
Item 3
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M E M O R A N D U M

Office of the CAO 

To: Task Force on Reconciliation, Social 
Inclusion and Engagement 

Date: 1/11/2021 

From: Rob McCullough 
Manager of Museums and Heritage 
Services 

File: 

Subject: NWPD report Responding to the Calls For Justice identified in the 
National Inquiry into Missing and Murdered Indigenous Women and 
Girls  

Members of RSIE Task Force, 

On their January 4th, 2021 Regular meeting, Council received the attached report and 
referred it to the Reconciliation, Social Inclusion and Engagement Task force for 
consideration and feedback.  This report was compiled in response to the following July 
8, 2019 resolution of Council: 

THAT The City of New Westminster formally call upon the New Westminster 
Police Board to respond to the Calls to Justice, specifically 9.1-9.11, and request 
that they champion and lead the establishment of a regional police task force to 
address the Calls To Justice. 

In preparation for this meeting Inspector Diana McDaniel – report author – requests the 
committee to consider the following questions relative to the report: 

1. Does the Report sufficiently respond to New Westminster Council’s resolution?

2. Specifically, when reviewing the last part of the Report, “NWPD Action Plan –
Next Steps”, do you believe that these “next steps” are appropriate?

3. This is the beginning of a journey that will be ongoing. When the NWPD act on
the “Next Steps”, do you feel that they have set out a clear plan for authentic
engagement with Indigenous peoples?
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NWPD Response 
to the Calls For Justice
Listening and Learning through Respect and Understanding
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Acknowledgements 
 
The New Westminster Police Department proudly serves its community and acknowledges that the City of 
New Westminster is located on the unceded territories of many Halkomelem-speaking nations and that 
through the City of New Westminster’s process of seeking stronger relationships with these nations, there 
is hope to arrive at a land acknowledgment that is acceptable to all those communities declaring interests 
in it. 
 
The New Westminster Police Department 
acknowledges that there are differing opinions on the 
appropriate use of terminology. For the purposes of 
this report, and in observance of the Federal 
Government’s recognition of First Nations, Inuit, and 
Métis as Indigenous Peoples, we refer to these 
populations as Indigenous; this is also consistent with 
standard terminology used in the United Nations 
Declaration on the rights of Indigenous Peoples. On 
September 13th, 2007, the United Nations General 
Assembly adopted the Declaration of the Rights of 
Indigenous Peoples which was more than 20 years in 
the making and with the participation of more than 
100 Indigenous organizations annually, the 
declaration is the most comprehensive statement of 
the rights of Indigenous peoples ever developed. 1 
 
In the 1980’s, the United Nations Special Rapporteur on discrimination against Indigenous Populations, 
Jose Martinez Cobo, developed a working definition for use with the working Group of Indigenous 
Populations: 
 

Indigenous communities, peoples and nations are those which, having a historical continuity with 
pre-invasion and pre-colonial societies that developed on their territories, consider themselves 
distinct from other sectors of the societies now prevailing in those territories, or parts of them. 
They form at present non-dominant sectors of society and are determined to preserve, develop 
and transmit to future generations their ancestral territories, and their ethnic identity, as the basis 
of their continued existence as peoples, in accordance with their own cultural patterns, social 
institutions and legal systems. 2 

 

                                                           

1 United Nations. (2008). United Nations declaration on the rights of Indigenous peoples. Retrieved from  

http://www.un.org/esa/socdev/unpfii/documents/DRIPS_en.pdf 

2 Indigenous Foundations – Arts.UBC.ca 

Figure 1. New Westminster as seen from the Fraser River. 

Indigenous person in a canoe on the river. - [ca.1866]. 

http://www.un.org/esa/socdev/unpfii/documents/DRIPS_en.pdf
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Executive Summary 
 
In September 2016, the Canadian Government initiated the National Inquiry into Missing and Murdered 
Indigenous Women and Girls (MMIWG). 3 The federal government and the 13 provincial and territorial 
governments mandated that this inquiry report on systemic causes of all forms of violence, which has 
contributed to violence and vulnerabilities of Indigenous women and girls. In addition, the Inquiry 
recommended institutional policies and practices be implemented in response to violence experienced 
by Indigenous women and girls in Canada, including the identification and examination of practices that 
have been effective in reducing violence and increasing safety. 

 

On June 3, 2019, the final findings from the National Inquiry into MMIWG were released to the public. 
The extensive review found that there are 231 steps, or Calls for Justice, that are required by all levels of 
government to end violence against Indigenous women, girls, and 2SLGBTQQIA (Two-Spirit, lesbian, gay, 
bisexual, transgender, queer, questioning, intersex, and asexual) people. All Calls for Justice are aimed at 
tackling root causes of violence, and improving the safety, and thus lives, of Indigenous women, girls, and 
2SLGBTQQIA people. As stated in the Calls for Justice, “An absolute paradigm shift is required to dismantle 
colonialism within Canadian society, and from all levels of government and public institutions. Ideologies 
and instruments of colonialism, racism, and misogyny, past and present must be rejected.”  

 

The MMIWG Inquiry identified 28 Calls for Police Services, which are reviewed in this report. The New 
Westminster Police Department (NWPD) accepts those voices heard by the Inquiry into MMIWG. 
Indigenous women, girls, and 2SLGBTQQIA people have the right to be protected and feel safe; their 
human rights must be upheld. The NWPD concurs that Indigenous Peoples have rights to culture, health, 
security, and justice. They acknowledge the courage of the survivors and families and recognizes that all 
police services, including the NWPD, have a role to play in ending the violence, death, and unexplained 
disappearances of Indigenous women and girls and 2SLGBTQQIA people. “Thousands of women’s deaths 
or disappearances have likely gone unrecorded over the decades, and many families likely did not feel 
ready or safe to share with the National Inquiry…” The NWPD is committed to action with respect to the 
results of the MMIWG Inquiry.  

 

Canada has a disturbing history of systemic discrimination against Indigenous Peoples – the legal system, 
correctional institutions, government policies, and the police have administered policies and practices in 
ways that discriminate against women, Indigenous Peoples, and other racialized or marginalized groups. 
The NWPD recognizes that this discrimination has led to substance use, poverty, homelessness, and 
overrepresentation of Indigenous people in the criminal justice system. The National Inquiry into MMIWG 
outlines an imperative component to re-examine police practices that reduce the violence, death, and 
unexplained disappearances of Indigenous women and girls and members of the 2SLGBTQQIA 
community. In response to the Calls for Justice in the National Inquiry into MMIWG, this report provides 
an overview of the following NWPD practices and procedures: 

 

                                                           

3 National Inquiry. (2019). Reclaiming power and place: The final report of the National Inquiry into Missing 
and Murdered Indigenous Women and Girls (Vols. 1a & 1b). Retrieved from https://www.mmiwg-
ffada.ca/final-report/ 

https://www.mmiwg-ffada.ca/final-report/
https://www.mmiwg-ffada.ca/final-report/
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 Recruiting Practices: This included a full review of NWPD’s recruiting practices as they relate to 
the Calls for Justice for Police Services. Covered in this section is the NWPD’s Indigenous and 
gender diversity, specialized recruitment programming, and the process the NWPD has in place 
for screening recruits for racial, gender, gender identity, and sexual orientation bias. In 
collaboration with the City of New 
Westminster, the NWPD Recruiting Section 
will undertake a review of their Indigenous 
outreach efforts and host information 
sessions with Indigenous communities in an 
effort to attract qualified candidates. 

 

 Commitment to Strengthen Community 
Relations: The NWPD is dedicated to 
expanding Diversity, Inclusion, and 
Indigenous outreach and developing 
partnerships, maintaining relationships with 
various communities and interest groups. 
Relationships are developed with 
communities at both the Executive and 
frontline levels. To address safety issues, 
members regularly meet with 
representatives from diverse communities to 
provide advice, suggestions, and 
recommendations.  

 

 The NWPD commits to provide extensive 
resources to community partnerships and 
acknowledges that partnerships between 
police, Indigenous communities and 2SLGBTQQIA people need to be expanded. This can be 
accomplished by the creation of an Indigenous Advisory Committee which would consist of 
members of New Westminster’s Indigenous community and executive representation from 
NWPD. 

 

 Culturally Appropriate and Gender-Neutral Policy, Practices, and Procedures: The NWPD 
implements departmental policy with gender-neutral language. The NWPD’s policies, practices, 
and procedures are developed, and consistently reviewed, so they do not impact people 
differently based on any identifying factor such as gender. Furthermore, policy analysis is done 
beyond gender, and includes potential impacts on other identifying factors including age, sexual 
orientation, sexual expression, race, ethnicity, religion, and culture. In developing policy  and 
procedures, the NWPD incorporates the principles of the B.C. Human Rights Code 4  and the 
Canadian Human Rights Act.5 We commit to continue extensive policy review guided by the lens 
of culturally appropriate and gender-neutral language and interpretation.  

 

                                                           

4 Human Rights Code, RSBC 1996, c 210. 

5 Canadian Human Rights Act, RSC 1985, c H-6. 
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 Training – Increase Cultural Competence and Ensure Trauma Informed Practices: The NWPD is 
committed to making all employees more culturally fluent. To that end, it provides a number of 
training initiatives to officers and civilians, including: 2SLGBTQQIA people sharing their 
experiences, and to address discrimination, the NWPD  offers training on gender frameworks and 
models, contextualizing 2SLGBTQQIA history in Canada, and reflections on 2SLGBTQQIA lived 
experiences.  We endeavour to provide additional cultural competency training and Indigenous 
awareness courses to our officers. 

 

 In addition, the NWPD has recently implemented mandatory Fair and Impartial Policing (FIP) 
training, a full day of training delivered to all officers. This important training illustrates how 
implicit biases may affect police perception and behaviour, and as a result negatively affect 
community members. Notably, the training provides specific focus to the effect of bias on 
Indigenous communities. 

 

 Furthermore, NWPD is sensitive to the fact that trauma has a neurobiological impact and for these 
reasons, sections of the NWPD introduced trauma informed investigative practices in 2017. The 
Major Crime Unit, Domestic Violence Unit and Special Investigation Units continue to educate 
members on the impact of trauma since the concept was first introduced in 2014. In November, 
2019, our Domestic Violence Detective provided Trauma Informed training to all officers. The 
NWPD were one of the first police agencies to provide this training in British Columbia. Currently, 
NWPD members have taken a mandatory on-line CPKN Trauma Informed Practice training. 

 

 Investigative Practices: The NWPD follows the same investigative process regardless of a victim’s 
race, gender, sexual orientation, or any other identifying factor. Nevertheless, NWPD 
investigators are keenly aware of the unique historical and cultural sensitivities surrounding 
Indigenous victims and consider those during investigations, both to provide resources for the 
victim and families, and to aid the investigation. 
 
NWPD recognizes that receiving information about a missing and murdered loved one is vital to 
begin the healing journey; families need to receive timely information. NWPD maintains 
communication with the family members if required and desired by the family, as mandated by 
provincial standards. 
 
Important to investigative success and to provide support for victims and families, NWPD 
collaborates with community partnerships. For example, Spirit of the Children Society, ACCESS 
(Aboriginal Community Career Employment Services Society) Aunt Leah’s Place, North Métis 
Association and Circle 5 which is the branch of MCFD that works with Indigenous families. We 
provide court support during interviews with Crown Counsel and during trials, sentencing and bail 
hearings. 

 
NWPD recognizes that receiving information about a missing and murdered loved one is vital to begin the 
healing journey; families need to receive timely information. NWPD maintains communication with the 
family members if required and desired by the family, as mandated by provincial standards. 

 

Important to investigative success and to provide support for victims and families, NWPD collaborates 
with community partnerships. For example, Spirit of the Children Society, ACCESS (Aboriginal Community 
Career Employment Services Society) Aunt Leah’s Place, North Métis Association and Circle 5 which is the 
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branch of MCFD that works with Indigenous families. We provide court support during interviews with 
Crown Counsel and during trials, sentencing and bail hearings.   

The NWPD also supports the Calls for Justice that will necessitate a nationwide response. This includes 
support for provincial and territorial governments to establish a nationwide emergency number. 
Furthermore, if a national task force to review and, if required, to reinvestigate each case of all unresolved 
files of missing and murdered Indigenous women, girls, and 2SLGBTQQIA people is established, the NWPD 
will support it and commits to submitting all such cases to the task force. 

The NWPD recognizes that police have played a role in the historical trauma to Indigenous Peoples; some 
of the effects of this trauma have been lasting and passed across generations. Acknowledgement of both 
the history and trauma, as well as the current state, is important to move forward. All police agencies, 
Including the NWPD, have an imperative role to ensure that systemic racism and discriminatory practices 
do not continue. In addition to the responsibility the criminal justice system has, NWPD understands why 
the National Inquiry into MMIWG has called for action from other sectors including educators, health and 
wellness service providers, media and social influencers amongst others – there is a responsibility for all 
to act. 

Inspector McDaniel contacted Chief Rhonda Larrabee of the Qayqayt First Nation, also known as the New 
Westminster Indian Band. Chief Larrabee did not provide comments regarding the MMIWG Calls for 
Justice but did state that education is her main focus. She stated her desire to “come back home” and 
claim the Qayqayt lands in New Westminster. The NWPD respect her point of view and the development 
of positive relationships with Indigenous Peoples and 2SLGBTQQIA people, will remain a priority. The 
NWPD engages in ongoing initiatives with diverse communities and will commit to improving these 
initiatives by responding in the most caring and thoughtful ways to these Calls for Justice. The NPWD 
commits to working towards the safety of Indigenous women, girls, and 2SLGBTQQIA people. 

The NWPD commits to being an ally to Indigenous people and will endeavour to strive to meet the 
responsibilities and as stated in Dr. Lyn Gehl’s Ally Bill of Responsibilities6, “Understand that they are 
secondary to the Indigenous people that they are working with and that they seek to serve. They and their 
needs must take a back seat.” 

Introduction 

Background 

In September 2016, the Canadian Government initiated the National Inquiry into Missing and Murdered 
Indigenous Women and Girls (MMIWG). 7 The federal government and the 13 provincial and territorial 
governments mandated that this inquiry report on:  

6 http://www.lynngehl.com 

7 National Inquiry. (2019). Reclaiming power and place: The final report of the National Inquiry into Missing 
and Murdered Indigenous Women and Girls (Vols. 1a & 1b). Retrieved from https://www.mmiwg-
ffada.ca/final-report/ 

http://www.lynngehl.com/
https://www.mmiwg-ffada.ca/final-report/
https://www.mmiwg-ffada.ca/final-report/
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 Systemic causes of all forms of violence – including sexual violence – against Indigenous women 
and girls in Canada, including underlying social, economic, cultural, institutional, and historical 
causes contributing to the ongoing violence and particular vulnerabilities of Indigenous women 
and girls in Canada; and 

 

 Institutional policies and practices implemented in response to violence experienced by 
Indigenous women and girls in Canada, including the identification and examination of practices 
that have been effective in reducing violence and increasing safety. 

 
Family members and survivors of violence who wished to participate in the Inquiry could do so and share 
their testimony, as part of the Truth-Gathering Process. Other components of the Truth-Gathering Process 
included Institutional hearings regarding the systemic causes of institutional violence and institutional 
responses. Expert and Knowledge Keeper hearings involved Elders, academics, legal experts, among 
others, who provided insight on systemic causes of violence and offered solutions. In addition, groups that 
represent non-government organizations, Indigenous women’s groups, civil societies, and some police 
services participated in the Inquiry. 

 

The MMIWG Inquiry encompassed the voices from: 

 

 over 2,380 individuals who participated in the National Inquiry into MMIWG; 
 

 819 people created artistic expressions through the MMIWG Inquiry’s Legacy Archive; 
 

 almost 750 people shared by providing statements; 
 

 a total of 468 family members and survivors shared their experiences and recommendations at 
15 Community Hearings; 

 

 over 270 family members and survivors shared their stories in 147 private, or in camera sessions; 
and 

 

 84 Expert Witnesses, Elders, and Knowledge Keepers, front-line workers, and officials provided 
testimony in nine Institutional and Expert and Knowledge Keeper Hearings. 

 

Review of MMIWG Cases 

 

The NWPD fulfilled all requests received from the National Inquiry into MMIWG. The NWPD received a 
request for information regarding any outstanding missing indigenous women or girls. As part of the ’s 
submission for the national Inquiry into MMIWG, a file review process was completed in accordance with 
the Province of British Columbia (B.C.) Police Services guidelines. In addition, as part of NWPD’s 
commitment to the National Inquiry into MMIWG, questions and data requests were tracked in 
accordance with the national reporting standards. This process was adopted by municipal agencies in B.C. 
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Key Findings from the National Inquiry into MMIWG 

 

On June 3, 2019, the final report for the National Inquiry into MMIWG was released to the public. The 
report found that there are 231 steps that are required by governments and Canadians, to end the 
genocide against Indigenous women and girls. These steps or “Calls for Justice” are imperative, and not 
optional, according to the Inquiry’s final report. Some Calls for Justice are directed at federal, provincial, 
and Indigenous governments, while others are directed at media, educators, correctional services, and 
police, among other sectors. Finally, the findings call on all Canadians to have a role in creating change. 

 

An important element of the Inquiry was to identify how police practices can assist in reducing the 
violence, death, and unexplained disappearances of Indigenous women and girls along with members of 
the 2SLGBTQQIA community. The MMIWG Inquiry identifies 28 Calls for Police Services (see Appendix A 
for full list of all Calls for Police Services), which are examined in this report.  

 

In general, expressions in the review included but were not limited to: 

 

 an overall lack of trust in police; 

 fear of reporting crimes to the police; 

 a desire for improved relationships between police services and Indigenous communities; 

 increased Indigenous representation in police services; 

 designated investigators, police units, protocols or regional offices to address violence against 
Indigenous women; 

 a need to determine how best to protect Indigenous women involved in survival sex work; 

 calls for improved cooperation between police departments; 

 improved communication between the police and Indigenous families; 

 greater awareness of 2SLGBTQQIA issues, including the history and culturally specific solutions 
for 2SLGBTQQIA people; 

 increased knowledge of Indigenous issues and distinctive realities, cultural competency and 
practical supports for Indigenous families; 

 more immediate, proactive, and thorough investigations into the deaths and disappearances of 
Indigenous women, girls, and 2SLGBTQQIA people; and 

 17 more responsive, transparent, and accountable policing (including comprehensive and 
independent police oversight). 

 

The following Calls for Justice have been abbreviated and categorized for ease of reference in this report. 
Please refer to Appendix A for the complete version of the Calls for Justice.  

 

Review of the Calls for Justice 
 

9.1 Acknowledge that the historical and current relationship between Indigenous women, girls and 
2SLGBTQQIA people and the justice system has been largely defined by colonialism, racism, bias, 
discrimination and fundamental cultural and societal differences. Acknowledge that, going 
forward, this relationship must be based on respect and understanding, and must be led by, and 
in partnerships with, Indigenous women, girls and 2SLGBTQQIA people. 
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The NWPD’s Acknowledgement of the Findings 

 

The NWPD trust the power of voices, and accepts those voices heard by the Inquiry into MMIWG. 
Indigenous women, girls, and 2SLGBTQQIA people have the right to feel safe and be protected; their 
human rights, like all individuals, must be upheld. Unfortunately, violence permeates the lives of many of 
these individuals and many lives have been lost due to this violence. The NWPD acknowledges the courage 
of the survivors and families and recognizes that all police services, including the NWPD, have a role to 
play in ending the violence, death, and unexplained disappearances of Indigenous women and girls and 
2SLGBTQQIA people. 

 

Canada’s history includes systemic discrimination against Indigenous Peoples. Historically, the legal 
system, correctional institutions, and the police have administered policies and practices in ways that 
discriminate against women, Indigenous Peoples, and other racialized or marginalized groups. When 
coupled with discriminatory government policies, the generational effects of colonization, displacement, 
and the Residential School system have disadvantaged and impoverished Indigenous Peoples. The NWPD 
recognizes that this discrimination has led to substance use, poverty, homelessness, and 
overrepresentation of Indigenous people in the criminal justice system. We have a responsibility to 
acknowledge that as a society, we have failed Indigenous Peoples, and a responsibility to ensure that 
systemic racism and discriminatory practices do not continue. 

 

Developing a positive relationship between the NWPD and Indigenous Peoples will remain a priority. 
Several of our main strategic goals with respect to the NWPD’s new draft Strategic Plan (2020-2023) is to 
build relationships, maintain and build trust, focus on community, partner and stakeholder engagement. 
We seek to improve our engagement with our community with a focus on Reconciliation with Indigenous 
peoples and the improvement of relationships with marginalized or disadvantaged groups.  

 

The NWPD has met with Castlemain Group, a Vancouver-based Indigenous advisory firm, to find ways to 
help build and plan Indigenous engagement strategy. The NWPD are currently reviewing the Castelmain 
Group Proposal (this initiative was delayed due to Covid-19). There are two phases to the proposal: first 
to research the history of colonialism in New Westminster and second, to develop an Action Plan to 
implement the recommendations around reconciliation as set out the NWPD Strategic Plan. The NWPD’s 
goal is to build trust with diverse communities and to equally serve all citizens. The NWPD endeavors to 
engage in ongoing initiatives with Indigenous Peoples and realized that in light of the findings in the 
National Inquiry into MMIWG, the NWPD accepts that this work needs to be a focus and priority where 
the NWPD will continue to listen and act to work towards safety for everyone, including all Indigenous 
women and girls and 2SLGBTQQIA people. 

 

The NWPD recognizes that building relationships must be based on respect and understanding, and led 
by and in partnerships with Indigenous communities and 2SLGBTQQIA people.  

 

Reviewing of Recruiting Practices 

 

9.3(i) Achieve representative Indigenous and gender diversity through specialized recruitment. 
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9.3(ii) Indigenous language capacity 
 

9.3(iii) Screen recruits for racial, gender, gender identity and sexual orientation bias; and 
 

9.3(iv) Include Indigenous community in recruitment process 

 
The City of New Westminster is a very unique place that is in the center of the Greater Vancouver area. 
It’s able to maintain a small town atmosphere although has all the benefits of a larger city. It is very diverse 
and represents a vast cross section of people. A major objective of the NWPD Recruiting unit is to attract 
diverse applicants that are a reflection of the community it serves. The Recruiting unit was signed up to 
attend a conference in Vancouver, “Overcoming Unconscious Bias of Hiring Processes, Indigenous 
Inclusion, Gender and Sexual Diversity” but sadly it was cancelled due to Covid-19. We will endeavour to 
attend these conferences in the future. 

 

Statistics Canada 2016 Census of Population of New Westminster states that approximately 3% of the 
population of New Westminster identify as Indigenous.8 The NWPD Recruiting unit is dedicated to hiring 
the most quality applicants through outreach and community engagement on many platforms including 
social media and other strategies to connect with communities, individuals, and groups. The NWPD 
Recruiting unit upholds a philosophy of inclusion and strives to connect with our Indigenous population 
along with other diverse groups in our community. The following sections outline a review of NWPD 
recruiting practices bases on recommendations from the National Inquiry into MMIWG that speak to 
hiring police officers. This includes the recommendation in the Inquiry of achieving Indigenous and gender 
diversity through specialized recruitment. 

 

Promoting Ethnic Diversity 

 

The NWPD is committed to diversity in the workplace, with the goal of proportionately representing the 
citizens of New Westminster. In New Westminster there are 38% visible minorities according to the 2016 
Statistics Canada Census 9 .  The NWPD ensures that it reaches out to ethnic communities in their 
recruitment initiatives to hire personnel that is reflective of New Westminster’s population. Specifically, 
through recruitment initiatives that place value on diversity, NWPD police officers represent numerous 
ethnic backgrounds. Diversity in recruiting efforts remain a priority - for example, 36% of the recruits hired 
between 2015 and 2020 are visible minorities.  

 

Programming and Initiatives to Recruit Indigenous Peoples and 2SLGBTQQIA People 

 

The NWPD Recruiting unit is making efforts to engage communities including the 2SLGBTQQIA and 
Indigenous communities. For example, the Recruiting unit participates in programming and events to 
recruit members of the Indigenous community. Current examples include the following:  

 

                                                           

8 Statistics Canada (2016) New Westminster, City data 

9 Statistics Canada (2016) New Westminster, City data 
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Reserve Constable Program 

 

The Reserve Constable Program is funded by the Provincial 
Government and is intended to mentor and coach youth aged 
19 to 31 years who demonstrate a desire to become police 
officers with the NWPD. They have specialized training and upon 
successful completion, they graduate from the program. The 
training is a condensed version of police recruit training and 
they participate in riding along with members from various 
sections, engage in cultural activities, the NWPD Soccer School 
and in the annual Pulling Together Canoe Journey. Many 
individuals that have completed the Reserve Program have 
been eventually hired as police officers at the NWPD and other 
police agencies. 

 

Student Police Academy 

 

The NWPD Student Police Academy runs every year in the first 
two weeks of July. Various students aged 16-19 are recruited for 
the two week academy which includes participating in scenario 
training, firearms, driving and an introduction to all the various 
units of the police department. 

 

National Indigenous People’s Day 

 

National Indigenous Peoples Day is celebrated annually across Canada on June 21, and in New 
Westminster it is a full day of events, activities, and performances. The NWPD Community Services Section 
and Management Team attend this annual event most recently hosted at Moody Park. This celebration 
brings together a large population of the Indigenous community, including First Nations, Métis, and Inuit 
People along with participation from the New Westminster School District. 

 

 

Indigenous Link 

  

The NWPD Recruiting Unit will be forming a partnership with Indigenous Link, an online employment 
search portal that reaches out to an Indigenous audience on a national level. With a virtual presence on 
this career website, the NWPD Recruiting Unit is seeking to provide an opportunity for the Indigenous 
community to connect with the NWPD and engage Indigenous persons and present career opportunities 
with the NWPD. 
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2SLGBTQQIA 

 

The NWPD has always maintained an ongoing healthy 
relationship with our local Pride Society and seek to 
ensure that diverse communities are represented. Most 
recently in October, 2019, NWPD officers attended a 
Pride Society Board meeting to further our relationship 
with the hopes to creating a recruiting link to the NWPD. 
The NWPD recruiting process was discussed at the 
meeting and this was very well received. These officers 
have maintained communication with Pride although 
COVID-19 has restricted some recruiting initiatives.  

 

In the future: 

 

Indigenous Groups 
 

 Meetings were set up between the NWPD Recruiting section and Indigenous groups at Douglas 
College, but COVID restricted this. This meeting with be revisited in the fall of 2020. 

 

 Our Recruiting Unit will be connecting with Tsawwassen First Nations from his own personal 
connections in their youth and young adult community. 

 

 An Indigenous community in the interior has invited the NWPD Recruiting Unit to visit their 
community and do a presentation with the hopes of building connections. 

 

 Attendance at “Gathering our Voices” which is hosted in Kamloops BC every year in March. It’s 
where Indigenous youth come together in a supportive and encouraging environment. There is 
an opportunity for the NWPD Recruiting unit to attend and promote the NWPD and present job 
opportunities. 

 

Marginalized Community Groups 

 

The NWPD Recruiting section has made their application process as accessible as possible by the following 
initiatives: 

 Recruiting has lowered the barrier for applying by having a digital process so there is no cost in 
printing documents or obtaining a passport photos. 

 The vision and hearing exams have been deferred in certain cases until an applicant knows they 
are competitive (and we have the option to send them to Medisys and incur the cost on their 
behalf). 

 Social media analytics are leveraged for promotions as social media is a free platform for anyone 
to join. 
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 Recruiting is working with our Youth Resources Unit to build connections with students at 
Alternate, RECAP, POWER, and Purpose (one example is of a female student from Alternate that 
is now in the JIBC LESD program). 

 Recruiting is working closely with the NWPD Student Police Academy and LEAD Program which 
also promotes cultural and gender diversity in its selection of participates. 

 
 
With all diversities, genders, and sexualities, the Recruiting unit leverages social media and promotional 
material to highlight our diversity and promote our equal opportunity employment standards. The key 
with marginalized groups is found in the long-term connections by our officers, and employing the 
ideology that “everyone is a recruiter.” Many of the NWPD’s current serving police officers have been 
instrumental in this respect. NWPD’s Community Based Resource Officer has been building connections 
with “at-risk” youth in our community. While this is not a direct recruitment strategy, the recruitment 
angle is that barriers to policing are removed by the Community Based Resource Officer’s efforts. 
Community connections and relationship development with marginalized teenagers helps build trust that 
allows for career opportunity conversations to occur.  
 
The Community Services Officer’s work with 
the LEAD program and the Reserve Constable 
program develops a pathway for young people 
to enter into a career in policing. The LEAD 
program is extremely diverse, and represents 
many cultures, sexualities, and genders. An 
NWPD detective spoke with youth at the New 
Westminster Sikh temple, Gurdwara Sahib Sukh 
Sagar, located in Queensborough. An NWPD 
patrol officer has built connections with 
Indigenous communities through participating 
in the Pulling Together canoe journey. 
Relationships and personal connections are 
important from a recruitment perspective for 
many reasons. In addition to the personal 
connections, the communications team 
strategically highlights diversity through images 
of current serving police officers, photos of 
community events and connections, and 
highlighting our participation with New 
Westminster PRIDE. The communications team takes our personal connections and publically shares them 
through social media so the broader community can experience the diversity of the NWPD. By highlighting 
NWPD connections, we demonstrate our equality as an employer and our equality as a department. 
 
Law Enforcement Applicant Development (“LEAD” Program) 

 

An NWPD Community Services Officer began this initiative in June, 2019. It is a program that develops 
pathways and mentorship for students who have completed the Student Police Academy but who are too 
young to apply to the Reserve Constable Program and have demonstrated the desire to pursue a career 
as a police officer. This program will teach, mentor and guide students in the knowledge, skills, abilities 
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and lifestyle choices that will make them an increasingly competitive applicant for the Reserve Constable 
Program and eventually the police officer recruitment process. There are currently 43 participants in the 
LEAD program. The participants are diverse and are representative of the community we serve including 
Southeast Asian, Chinese, Indigenous, Guatemalan, Iranian, amongst others. The Transgender and 
SLGBTQQIA community are also represented. 

 

Gender Equality 

 

Gender balance in recruitment is a priority for the NWPD. Currently, females represent 30% of all police 
officers at the NWPD which is well above national average of 22%.10 Females represent 84% of all civilian 
staff while 16% are males. The NWPD remains dedicated to ensuring gender diversity through ongoing 
outreach efforts. For example, in 2014, the NWPD began a women’s only recruiting session that was 
successful in attracting women to the NWPD and this initiative continues today. Respect for equity, 
diversity and inclusion is of the upmost importance to the NWPD and all forms of communication will be 
examined to ensure gender diverse options are provided as a selection criteria when identifying gender 
in internal and external correspondence. 

 

The Preservation and Revitalization of Indigenous Languages 

 

In 2019, the UN General Assembly declared 2019 as the International Year of Indigenous Languages.11 
Many languages are disappearing over the years and the United Nations wanted to raise awareness so we 
can all appreciate the important contribution they make to cultural diversity. This was followed by the 
federal government announcement that the Indigenous Languages Act received Royal Assent. The NWPD 
recognizes that language is intrinsic to the expression of culture. As a means of communicating values, 
beliefs and customs, it has an important social function and fosters feelings of group identity and 
solidarity. It is the means by which culture and its traditions and shared values may be conveyed and 
preserved. 12 For these reasons, the NWPD considers the continuity of Indigenous languages, regardless 
of where they are practiced – in urban or rural areas, as important and supports the MMIWG Inquiry’s 
recommendation on Indigenous language capacity within police services. 

 

In addition, the NWPD offers an incentive system for police officers which includes specific criteria which, 
when met, can be considered as part of this incentive. NWPD members have the option of selecting an 
Indigenous language course and upon review, may obtain an increment for the completion of the course. 

 

  

                                                           

10 Statistics Canada, Police Resources in Canada, 2018 

11 2019 International Year of Indigenous Languages 
https://en.iyil2019.org/#:~:text=The%20United%20Nations%20declared%202019%20The%20Year%20of,
they%20make%20to%20our%20world%E2%80%99s%20rich%20cultural%20diversity. 

12 https://racismnoway.com.au/wp-content/uploads/2015/12/guide.pdf 

https://en.iyil2019.org/#:~:text=The%20United%20Nations%20declared%202019%20The%20Year%20of,they%20make%20to%20our%20world%E2%80%99s%20rich%20cultural%20diversity.
https://en.iyil2019.org/#:~:text=The%20United%20Nations%20declared%202019%20The%20Year%20of,they%20make%20to%20our%20world%E2%80%99s%20rich%20cultural%20diversity.
https://racismnoway.com.au/wp-content/uploads/2015/12/guide.pdf
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Language Diversity in the NWPD 

 

In the NWPD, there are police officers from different ethnic backgrounds. These individuals often bring 
with them unique skills including second languages. The NWPD employs officers that speak over 16 
different languages. The NWPD encourages applicants with diverse language skills to apply to the NWPD. 
As recruiting from diverse communities begins to increase, the NWPD expects the language diversity to 
also increase. When requiring language services that cannot be found within the NWPD, police officers 
may also use external resources such as the Office of the Multi-Lingual Orientation Service Association for 
Immigrant Communities (MOSAIC). These services are made available to all officers to reduce 
communication barriers with citizens. 

 

Testing for Bias in Police Recruits 

 

To hire police officers that treat citizens with fairness and equality, the NWPD Recruiting unit assesses 
biases that police recruits might have as part of the hiring process. Once applicants pass written and 
physical testing, they are invited to an intake interview with the Sergeant from the Recruiting unit. The 
intake interview includes reviewing the integrity and lifestyle questionnaire and personal history of the 
applicants. In addition, it assesses the applicants’ integrity, problem-solving abilities, respect for diversity, 
community service orientation, self-initiative, and acceptance of responsibility. These traits are relevant 
in determining biases that do not meet NWPD standards, thus rejecting applicants from being hired. 
Furthermore, specific questions target biases in the intake interview and are revisited during the 
polygraph phase and again in the Panel Interview (conducted by Senior Management). 

 

When applicants approach the polygraph stage of the recruiting process, they have already passed 
through a significant part of the selection process including the intake interview and psychological testing. 
The polygraph testing is an integral part of the NWPD selection process to determine if applicants are 
honest and forthright, especially around at-risk behaviours that lead to integrity issues. Often, information 
withheld from the previous stages is determined during polygraph testing. 

 

Prior to the final approval process, a thorough and extensive background investigation is conducted. 
Several references are interviewed to provide more context and information on the applicant. Background 
investigators conduct reference checks with people not on the reference list supplied by the applicant 
which provides objectivity. The background interview includes questions on the applicant’s character, 
employment history, ethics and personality traits. In order to further assess biases, the background 
investigator explores beyond the standard questions to look for any biases that may come up as a part of 
the overall picture of the applicant. References will have the opportunity to disclose whether they think 
an applicant has shown any biased tendencies. 

 

The NWPD agrees with the MMIWG recommendation to assess biases in recruits and has protocols in 
place to ensure that applicants with biases are not hired by the NWPD.  The NWPD recruiting process is 
comprehensive and arduous to ensure screening of recruits for racial, gender, gender identity and sexual 
orientation bias.  
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Indigenous Perspective on Hiring NWPD Officers 

 

The NWPD Recruiting Unit will be developing a strategy to collaborate with Indigenous groups in New 
Westminster and beyond. We will improve our outreach efforts by communicating with our local 
Indigenous groups including Spirit of the Children Society to obtain their perspective and insight on our 
hiring process. 

 

Strengthening Community Relations 
 

9.2 (ii) Build respectful working relationships with Indigenous Peoples by knowing, understand, and 
respecting the people they are serving.  

9.4 (ii) Specialized Indigenous policing units to lead community liaison work, relationships building, 
and crime prevention within and for Indigenous communities; 

9.7 Partner with front-line organizations that work in service delivery, safety, and harm 
reduction for Indigenous women, girls and 2SLGBTQQIA people to expand and strengthen 
police services delivery; 

9.8 Establish and engage with a civilian Indigenous advisory committee; 

9.5 (i) Establish communication protocol with Indigenous communities to inform them of policies, 
practices, and programs that make communities safe; 

 

The NWPD Community Services Section and Victim Assistance Unit works with at risk and vulnerable 
people experiencing significant public safety issues or who are distrusting of the police. Cultural, 
economic, ethnic, sexual, sexual expression, racial, religious, marginalizing, or other distinguishing 
characteristics may define these populations. It is the goal of these units to build trust within the 
community so they will feel more comfortable coming forward to the police. 

 

NWPD’s Community Services Section provides outreach, develops partnerships, and maintains 
relationships with various communities and interest groups. Members in this section act as resources for 
other members who have questions surrounding specific individuals, community resources or culturally 
sensitive situations. There are two Community Constables, two Mental Health Officers, three Youth 
Resource Officers, a Domestic Violence Detective, Special Investigations Detective and three Counsellors 
from Family Services. A Staff Sergeant and Sergeant lead the unit.  

 

Strategies used by the Community Services Section to address safety issues and cultural factors and 
relationships are developed with communities at both the management and frontline levels. Outreach is 
also accomplished through local media and participation in community forums and workshops. To address 
safety issues, members regularly meet with representatives from diverse communities and provide 
advice, suggestions, and recommendations. 

 

The NWPD embraces New Westminster’s blend of diverse cultural groups and ethnicities from all over the 
world, and Indigenous communities in Canada. The NWPD ensures active engagement with the culturally 
diverse communities it serves.  The NWPD builds trust and confidence with Indigenous, and other 
vulnerable communities. The NWPD Community Services Section engages actively with the community, 
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including participation in Indigenous community events. These events promote cultural awareness, 
safety, and help build trust in police. The events are as follows: 

 

The NWPD Soccer School 

 

The NWPD Soccer School has been a flagship event in the community for almost 40 years. This event is 
held every July and hosts approximately 340 children ages 5-10 years old from New Westminster and 
surrounding areas. The program is a highly sought after event within the community and sells out on the 
first day of registration. NWPD Officers, civilian staff and volunteers work the event and the goal is to 
promote and provide all children with a positive interactive experience with the NWPD, teach them soccer 
skills and provide them with a fun and memorable experience. The children are exposed to many different 
aspects of policing as representatives from all areas of the department participate in the program. The 
NWPD work with many local organizations to ensure that children that may not have the ability to attend 
are sponsored and their registration fees are paid.  The NWPD sponsor new immigrants each year and 
children from all backgrounds, including Indigenous children, that all participate in the program.    

 

The annual Pulling Together Canoe 
Journey 

 

The NWPD has had a long history in 
participating in the Pulling Together 
Canoe Journey. The Pulling Together 
canoe journey is aimed at recognizing 
the past and strengthening future 
relations between law enforcement 
agencies and Indigenous Peoples. The 
Journey provides an innovative way to 
connect with Indigenous youth and 
elders to share culture, build 
partnerships and nurture respect 
between our communities in a positive 
setting. A now retired officer, with the 
assistance of Vancouver Circle of Eagles Lodge Society, organized the Journey from New Westminster to 
Victoria in 2007. He was enthusiastically involved and a great advocate of the Journey. The NWPD’s most 
recent member to take part in the Journey is patrol constable and she has participated in the last three 
years and has stated that the Journey was excellent way to connect with Indigenous youth and that it was 
an invaluable experience. 

 

Orange Shirt Day 

 

Wearing an Orange shirt on September 30th encourages Canadians to learn about the history of residential 
schools and to raise awareness of Indigenous history. The NWPD Youth Resource Officers take part by 
purchasing and promoting the wearing of orange shirts at the schools they attend in New Westminster. 
The NWPD started a new tradition in 2020 by having all patrol officers wear orange shoulder flashes to 
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honour Indigenous history. In response to seeing a photo of NWPD Officers wearing orange shoulder 
flashes, Jason La Rochelle, Director of the Office of Indigenization, sent an email stating, “It is so great to 
see this kind of support and it is an important step towards Reconciliation.” 

 

National Indigenous Peoples Day 

 

Our Community Services Section, Senior Management Team and other units attend these celebrations, 
engage with the community and provide information on recruiting and volunteer opportunities within the 
NWPD. 

 

LGBTQS+ Liaison Officer 

 

As part of the Community Services Section, the NWPD Community Services Officer has taken the lead on 
working with various interest groups in the 2SLGBTQQIA community. The Safe Place program has been 
the most recent initiative as well as attending the local Pride Society Board meetings. The Community 
Services Officer works with 2SLGBTQQIA community groups and organizations (youth groups – senior 
groups – sex worker groups – transgender groups and individuals) and has oversight of the Safe Place 
Program. This program is an initiative that distributes rainbow decals to businesses, schools, and other 
locations, to provide a safe refuge for members of the 2SLGBTQQIA community, who feel their safety is 
threatened. 

 

At Risk and Vulnerable Person Liaison Officer 

 

The NWPD has created the Vulnerable Person Liaison Officer (VPLO) in May, 2020. This position assists 
and supports those experiencing homelessness, mental health issues, substance abuse and street 
entrenched individuals. The VPLO engages with people from a variety of backgrounds and ethnicities, 
including Indigenous people within New Westminster. Strong partnerships between all levels of 
government, non-profit and co-operative housing providers, and community support services are 
required to build safe and inclusive neighbourhoods. Organizations such as BC Housing, Ministry of Social 
Development, faith-based organizations, non-profit housing operators working in single room occupancy 
and shelter systems, as well as community members, partner to provide support to the marginalized 
population. The VPLO conducts outreach work with the homeless and coordinates with mental health, 
addiction, housing serving sectors, and municipal and provincial governments. The VPLO also acts as an 
excellent resource to all these services for our Patrol officers. 

 

Culturally Appropriate and Gender-Neutral Policy, Practices, and Procedures 

 

9.2(i) Review and revise all policies, practices, and procedures to ensure service delivery that is 
culturally appropriate and reflects no bias or racism toward Indigenous Peoples, including 
victims and survivors of violence. 

9.3(vi) Retain Indigenous officers through relevant employment supports, and offer incentives to 
Indigenous officers to meet their unique needs as Indigenous officers serving Indigenous 
communities, to ensure retention and overall health and wellness of the service. 
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9.3(vii) End the practice of limited duration posts in all police services, and instead implement a policy 
regarding remote and rural communities focused on building and sustaining a relationship 
with the local community and cultures. 

9.11 Develop and implement guidelines for the policing of the sex industry in consultation with 
women engaged in the sex industry, and create a specific complaints mechanism about police 
for those in the sex industry. 

 

The NWPD Policy Group is responsible for policy development and they are responsible to ensure that all 
policy uses gender neutral language, and to ensure that policy is written so that it is equitably applied. 
The NWPD ensures that its policies, practices and procedures do not impact women and men differently. 
Furthermore, policy analysis is done beyond gender, and includes potential impacts on other identifying 
factors including age, sexual orientation, sexual expression, race, ethnicity, religion, and culture. In 
developing policy and practice, the NWPD incorporated the principles of the B.C. Human Rights Code13, 
as well as the Canadian Human Rights Act14 which prohibit discrimination against any person on personal 
characteristic grounds. Collectively, the NWPD regularly revises and reviews policies, practices, and 
procedures to ensure culturally appropriate and bias-free service delivery, compliant with the 
recommendation in the Inquiry for police services to do so. 

 

Culturally Appropriate Policy 
 

The NWPD recognizes the many diverse cultures and religions co-exist in New Westminster and 
surrounding area, each with unique customs, beliefs and traditions. This may include wearing special 
garments, carrying cultural or religious items or observing traditional ceremonies and practices. In the 
course of their duties, members may be required to search arrested persons in possession of cultural, 
religious or spiritual items. These items may pose unique considerations for members when balancing the 
need to ensure safety, enforce the law and conduct criminal investigations while preserving the person’s 
dignity and respecting the sanctity of their culture. 

 

NWPD policies and practices balance officer safety, legal authority and investigation, with cultural 
sensitivity and respect. In 2019, the NWPD amended its search policy as such so that members must refer 
to guidelines referencing cultural considerations; this includes when NWPD officers are searching an 
individual with an Indigenous medicine bag, for example. A medicine bag is a small pouch containing 
objects of spiritual significance to its owner, such as stones, herbs and other objects intended to bring 
health, protection or healing. The medicine bag is considered sacred and traditionally the objects within 
should only be handled by its owner or an Elder. If a search of a medicine bag or other religious or spiritual 
articles is required, the examining officer should request the owner open the pouch and manipulate the 
objects for visual inspection if possible and if safe to do so. 

 

The arresting officer, with approval of the Watch Commander, should allow the person to keep the 
medicine bag in their possession while in custody if it is deemed safe to do so. If the owner cannot be 
permitted to retain their medicine bag, the owner should place the medicine bag into a property bag 
separate from other possessions, and place the property bag into the larger property bag containing their 

                                                           

13 BC Human Rights Code, RSBC 1996, c 210. 

14 Canadian Human Rights Act, RSC 1985, c H-6. 
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remaining possessions. This is because a medicine bag should only be handled by its owner or an Elder, 
and should not be touched by others. When returning the item, the owner should be permitted to remove 
the medicine bag from the property bag so that no one else touches it. 

 

Respecting Gender Identity 

 

The NWPD have respect and compassion at their core set of values. Effectively serving diverse 
communities begins with understanding and respecting the sensitivities of individuals. With these values 
in mind, persons may identify, or present themselves, as a gender that is different to their perceived 
appearance or what is stated on their official identification. The courts have established that transgender 
people are protected from discrimination because they are covered by the ground of ‘sex’. As such, NWPD 
police officers, in departmental policy, are advised to make reasonable attempts to avoid mislabeling a 
person during interactions and when recording the name and gender of a person in police documentation 
and reports. NWPD has policy in place when conducting searches of transgendered persons and the strict 
rules and procedures that must be followed (NWPD Search Policy OD120.) 

 

Connections through Victim Services Unit  

 

The BC Victims of Crime Act15 and the Canadian Victims Bill of Rights16 stipulates that victims of crime must 
receive information on the services available to them. In line with this, the NWPD Victim Services Unit 
provides victims and witnesses with professional, supportive, and timely assistance, to lessen the impact 
of crime and trauma. Services may include emotional support, practical assistance, justice-related 
information and referrals to other agencies. Target outcomes include improved safety, reduced risk of 
further victimization, access to information and support, enhanced criminal investigations and increased 
willingness to participate in the criminal justice system. 

 

 Victim Services Unit follows mandated protocols to refer clients to specific community agencies, several 
of which are tailored towards Indigenous clients. When a victim of crime self-discloses that they are 
Indigenous to one of the NWPD caseworkers, they refer them to Indigenous-focused services such as the 
Spirit of the Children Society, Aboriginal Community Career Employment Services Society (ACCESS), 
Indigenous Court Support Worker, Circle 5, which is the branch of MCFD that works with Indigenous 
families. Referrals are also made to Battered Women’s Support Services, Women Against Violence Against 
Women (WAVAW) and other community partner agencies that also offer culturally-specific services as 
required by the victim. 

 

  

                                                           

15 Victims of Crime Act, RSBC, 1996, c 478 

16 Canadian Victims Bill of Rights, SC2015, c 13. 
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Safe Place 

 

The Safe Place program was approved by the Police Board in September, 2019 with the goal to increase 
2SLGBTQQIA community safety. Due to Covid-19, there has been a delay to have this program initiated.  
Safe Place is a partnership program with the business community. Partnering businesses welcome people 
in need of police assistance and provide safe shelter until officers arrive. Participating businesses display 
the Safe Place decal and will be vetted by the NWPD. Participating businesses sign a pledge indicating 
their support for the community and acknowledge their willingness to assist any potential victims. The 
NWPD hopes to have this program up and running very soon.  

 

Indigenous Supports for Indigenous Police Officers 

 

Health and Wellness Officer and CISM 

 

The NWPD are currently piloting a Health and Wellness Officer Position. This police officer provides 
support to members and mirrors that of a “peer support” mechanism. The Health and Wellness Officer 
along with Critical Incident Stress Management team supports act independently from Management and 
provide confidentiality to members seeking assistance. Resources and referrals are provided and follow 
up conducted. It is easily accessible and is provided on a 24/7 basis. Participating members assist in 
problem solving and emotional supports. These teams provide employment support and offer culturally 
sensitive referrals upon requests.  

 

Policy 

 

Policy on Limited Duration Posts  

 

A recommendation in the National Inquiry into MMIWG is for police services to end the practices of 
limited-duration posts, and instead implement a policy regarding remote and rural communities focused 
on building and sustaining a relationship with the local community and cultures. Limited-duration posts 
generally applies to Royal Canadian Mounted Police (RCMP) detachments in communities that are 
considered remote or have a reduced level of community services, such as education or health care. RCMP 
posts typically last three to four years, with possibilities of extension by up to two years. 

 

The NWPD does not have limited-duration posts. 

 

The NWPD has tenure in its positions and allows the majority of officers to remain in a specialty position 
for a duration of three to four years. There are certain specialized units such as the Lower Mainland 
Emergency Response Team and the Lower Mainland K-9 Unit that have longer terms associated due to 
the specific training involved. 
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Guidelines for Policing the Sex Industry 

 

Stemming from long-term systemic issues resulting from colonization, racism, and the Residential School 
system, the NWPD recognizes that Indigenous Peoples are overrepresented among survival sex workers.17 
The “overrepresentation” is not only in Canada but a serious global issue. “Prostitution of Aboriginal 
Women occurs globally, in epidemic numbers, with Indigenous women at the bottom of a brutal race and 
class hierarchy in prostitution itself (in addition to being at the bottom of race and class hierarchies in 
other walks of life).18  

 

In response to “Forsaken – The Report of the Missing Women Commission of Inquiry (“MWCI)19 which was 
released in December, 2012, the NWPD has created policy entitled, “Sex Work Enforcement Policy OB185” 
This new policy assisted officers in understanding the NWPD’S philosophy and expectations regarding the 
investigation of crime in the sex industry. The policy is created to enhance the safety of all persons 
involved in the sex work. The policy is intended to maintain the safety of sex workers by targeting those 
that exploit, abuse, and or use violence against sex workers, especially youth and other vulnerable sectors 
of our community. The NWPD values building relationships with those involved in the sex industry to 
increase the safety of the workers, reduce victimization and violence, and where appropriate (such as 
with youth) assist with exit strategies. In all situations, NWPD officers will treat those in the sex industry 
with respect and dignity. The NWPD will also ensure the safety of 2SLGBTQQIA people in the sex industry, 
outline response strategies, and ensure a consistent and respectful message when NWPD officers deal 
with anyone involved in the sex industry. 

 

Training: Increasing Cultural Competence & Ensuring Trauma Informed Practices 

 

9.3(v) In training, include history of police in the oppression and genocide of Indigenous 
Peoples, anti-racism and anti-bias training and culture and language training; 

9.2(iv) Train all staff on culturally appropriate and trauma-informed practices, especially 
when dealing with families of MMIWG and 2SLGBTQQIA people. 

 

The NWPD is sensitive to unique needs associated with particular communities. For example, the 
Indigenous Peoples of Canada include diverse groups of Peoples with distinct cultural and social 
characteristics. For police and other law enforcement personnel, understanding the unique history and 
culture of Indigenous Peoples is an important part of effective communication and interaction with the 
Indigenous Peoples and communities they serve. The NWPD ensures staff are educated with cultural 
competency training, and working with vulnerable groups. Several NWPD officers have taken “Aboriginal 
and First Nations Awareness” course via the Canadian Police Knowledge Network (CPKN) The NWPD seek 
to continually improve our skills in this area. The following sections outlines NWPD training initiatives that 
speak to recommendations in the Inquiry which include appropriate training and education for officers. 

                                                           

17 Cler-Cunningham, L., & Chirstenson, C. (2001. Studying violence to stop it: Canadian research on violence 
against women in Vancouver’s street level sex trade. Research for Sex Work, 4, 25-26. 

18 UNICEF, 2004 

19 Oppal, W. (2012). Foresaken: The report of the Missing Women Commission of Inquiry-executive summary. 
British Columbia: Library and Archives Canada 
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Recruit Training at the JIBC 

 

All municipal police officers in British 
Columbia receive their foundational training 
at the JIBC. The NWPD supports 
recommendation 9.3 (v) to train police 
recruits on the oppression of Indigenous 
Peoples as well as anti-racism and anti-bias 
training. The training at the JIBC includes anti-
bias and anti-racism woven throughout its 
programing. More specifically, they are 
providing Fair and Impartial Policing (FIP) and 
“Aboriginal/Police Relationships” which 
include the following: 

 

 Outline the post-colonial history of Indigenous Peoples in Canada; 

 Explain the long term impacts of the Residential School System on Indigenous populations; 

 Content reference: The Spirit Has No Colour and The Circle of Understanding Workshop.  

 

All recruits are also required to complete a Diversity Project with the goal to develop understanding of 
the unique experiences, needs and concerns for the communities they will serve. The JIBC will be including 
Trauma Informed Practices (TIP) as part of recruit training by the end of 2021.  

 

The NWPD agrees with the Inquiry’s findings that Canada’s historical mistreatment of Indigenous people 
needs to be a core component of police recruit training. Further, it is NPWD’s position that this training 
may be best facilitated by Indigenous Elders and persons who can best convey the intergenerational 
effects that have resulted. 

 

Trauma Informed Investigators 

 

Experts agree that the attitude conveyed by police is “the single most important factor in determining the 
success of the victim interview, and therefore the entire investigation.” 20  Effective investigations, 
including sexual assaults files, require unbiased, capable, empathic, and well-trained investigators. 
Research has found that victims of sexual assault often omit information during police interviews, if they 
perceive the officer is rushed, impatient, aggressive, or unfriendly.21 Furthermore, the NWPD is aware 
that inadequately trained officers may contribute to assaulted victims experience with secondary 

                                                           

20 Archambault, J., & Lonsway, K.A. (2007). Interviewing the Victim: Techniques based on the realistic dynamics 
of sexual assault. End Violence Against Women International (EVAWI): US Department of Justice. 

21 Holmberg, U. (2004). Crime Victims Experiences of Police Interviews and their Inclination to Provide or 
Omit Information. International Journal of Police Science & Management, 6(3), 155-170. 
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victimization; if victims feels unsafe during interviews, they may not be able to retrieve certain 
memories.22 

 

In response to the MWCI Report, the NWPD took an active role in the creation of training for all police in 
regards to trauma informed practices (TIP) have evolved out of the neurobiological understanding of how 
trauma influences the brain’s ability to process, retain, and relay information. Traditional police interview 
methods were not based on this knowledge and did not yield the best information. The NWPD is sensitive 
to the fact that trauma has a neurobiological impact and for these reasons, it has adopted trauma-
informed practice. The NWPD Special Investigations Unit began exploring a trauma informed investigative 
practice in 2017. The section continues to educate members in other investigative areas on the impact of 
trauma since the concept was first introduced in 2014. The NWPD recognizes the importance and is 
compliant with the recommendation to ensure all staff understand and implement culturally appropriate 
and TIP practices. 

 

All NWPD police officers will be completing “Introduction to Trauma and Sexual Violence Investigations” 
and “Consent Law and Common Sexual Assault Myths” These courses are completed online via the 
Canadian Police Knowledge Network. The deadline for completion is September 30th, 2020. These courses 
will assist all officers including Patrol and MCU investigators.  

 

Fair and Impartial Policing 

 

In 2018, the NWPD implemented mandatory Fair and Impartial Policing (FIP) training, a full day of training 
delivered to all operational members. Developed in the United States, FIP was adopted and redesigned 
by the Provincial Government in response to the MWCI. Specifically, the Inquiry recommended that police 
officers in B.C. undergo mandatory training concerning vulnerable community members. The training 
illustrates how implicit biases may affect police perception and behaviour, and as a result negatively affect 
community members. The objective of the FIP training is to help police officers recognize “implicit-bias” 
and develop skills and tactics to reduce the influence of bias on police practice. There is specific focus 
given to the effect of bias on Indigenous and Black communities. A fundamental concept in the training is 
that all people can have biases that could influence actions and that policing based on stereotypes can be 
unsafe, ineffective, and importantly—unjust. Learning objectives in FIP training include the following: 

 

 explain why persons who are part of a vulnerable population are likely to be subject to implicit 
bias; 

 explain how implicit bias played a role in investigations of missing women in the 
DTES of Vancouver (as described in the MWCI); 

 reflect upon and articulate the impact biased policing has on community members; 

 explain the importance of police legitimacy and the threats to it; 

 describe some historical examples of threats to police legitimacy in Canada; 

 explain how procedural justice produces police legitimacy and be able to articulate the major 
components of procedural justice; 

                                                           

22 Department of Justice. (2019).The impact of trauma on adult sexual assault victims. 
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 explain and demonstrate strategies that will help them be aware of personal biases; and 

 explain and demonstrate strategies (i.e., FIP skills) to ensuring that their behaviour is bias free. 
 

As part of the FIP, NWPD reflected on the lived experience of an Indigenous person who experienced 
racial profiling by a police officer and how it impacted them and the experience of an Indigenous person 
who suffered through the trauma of Residential Schools; NWPD understand biases are normal and that 
all people, even well-intentioned, have biases. 

 

To learn more about how bias can impact decision making, in 2019, the NWPD Management Team, all 
staff in supervisory positions (civilian) and all Staff Sergeants have completed the Gender-Based Analysis 
Plus course online through the Federal Government. GBA+ is an analytical process used to assess how 
diverse groups of women, men and non-binary people may experience policies, programs and initiatives. 
The “plus” in GBA+ acknowledges that GBA goes beyond biological (sex) and socio-cultural (gender) 
differences. In 2021, all Supervisors will be required to take GBA+. 

 

Police Stops – New Provincial Policing Standards 

 

On January 15, 2020, all B.C. Police agencies drafted new policies to reflect the new Policing Standards 
regarding Police Stops in B.C.23 These Standards detailed the obligations police will have when interacting 
with the public to ensure they are consistent with the Canadian Charter of Rights and Freedoms (sections 
7,9,10 and 15). There are a series of safeguards in place so that members of the public are not arbitrarily 
detained and/or asked for personal information by the police. The NWPD complied with the deadline and 
the policy “Street Checks (and Police Stops) OB235 is in place that is reflective of the standards. All patrol 
officers were provided training in January, 2020 to ensure compliance with the standards and subsequent 
policy.   

 

Developing Awareness on At Risk and Vulnerable Populations 

 

CPKN has a Homelessness Awareness course available which provides information about homelessness 
and the impact it has on Canadian society. Inspector McDaniel also conducted a Homelessness Study 
which resulted in guidelines for all police officers to follow when dealing with at risk and vulnerable 
persons in our community. These guidelines share the NWPD philosophy of the commitment to protecting 
the safety and security of all persons while respecting their human rights. These guidelines provided 
officers with the procedures for interacting with people experiencing homelessness and highlighted the 
priority of providing resources as opposed to conducting any type of enforcement. 

 

  

                                                           

23 British Columbia Provincial Policing Standards. (n.d.) Section 6.0 – Promotion of Unbiased Policing, 6.2 
Police Stops. Retrieved from https://www2.gov.bc.ca/assets/gov/law-crime-and-justice/criminal-
justice/police/standards/6-2-1-police-stops.pdf 

https://www2.gov.bc.ca/assets/gov/law-crime-and-justice/criminal-justice/police/standards/6-2-1-police-stops.pdf
https://www2.gov.bc.ca/assets/gov/law-crime-and-justice/criminal-justice/police/standards/6-2-1-police-stops.pdf
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Community Based Youth Resource Officer 

 

The NWPD has a Community Based Resource Officer and he provides information about at risk youth in 
relation to anti-social/delinquent behaviours and sexual exploitation. NWPD police officers utilize the 
Community Based Resource Officer’s expertise along with his knowledge of the Youth Criminal Justice Act. 
He attends Patrol Briefings on a regular basis and provides information regarding the awareness of 
adolescent brain development and its impact on decision making, how youth at risk can be impacted by 
gangs, develops an awareness of sexual exploitation and at risk youth and key points of the Youth Criminal 
Justice Act. He conducts outreach with youth and also provides resources to parents.  

 

LGBTQ2S+  

 

Offered in 2017, the Gay, Trans and Blue LGBTQ2S+ training provided all NWPD members an awareness 
and appreciation for the LGBTQQIA community. The training developed an understanding of the 
importance of the NWPD’s role within this community. The Gay, Trans, and Blue LGBTQ2S+ training was 
delivered in-class, where participants were required to complete an eight-hour session that included 
instructor led presentations, videos, group activities and discussions with a guest speaker. The training 
addressed the following topics based on the Human Rights Tribunal Recommendations: 

 

 LGBTQ2S+ language and terminology competency; 

 gender frameworks and models; 

 LGBTQ2S+ pronouns; 

 contextualizing LGBTQ2S+ histories in Canada; and 

 reflection on LGBTQ2S+ lived experiences. 
 

Learning outcomes for this training include: 

 

 identify appropriate language or terminology for the LGBTQ2S+ Community; 

 acknowledge the sensitivities of the LGBTQ2S+ community; 

 define the language used in the LGBTQ2S+ community; 

 identify appropriate communication methods with the LGBTQ2S+ community; 

 identify challenges for transgendered persons; and 

 review of NWPD policies and legal authorities. 
 

Training on Missing Persons Investigations 

 

As a result of the MWCI, new Provincial Policing Standards were created in September, 2016. 24  On 
September 1, 2016, the B.C. Policing and Security Branch launched an online course for Missing Person 
Investigations in British Columbia for police services in B.C. This 30 minute eLearning course is designed 
to orientate the learner to the BCPPS on Missing Person Investigations and the Missing Persons Act (the 
Act).The course promotes awareness of standards, highlights key aspects for police services at the 

                                                           

24 BCPPS 5.1 Missing Persons Investigations/Provincial Policing Standards. 
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organization level, and identifies key procedural elements of the standards. The course also promotes 
awareness of the tools available to police under the Act, and the circumstances and constraints governing 
their use. 

 

The NWPD participated in a full day of training which included the following key concepts: 

 

 all missing person reports are high risk until a risk assessment is completed; 

 it is acknowledged that Indigenous women and girls are at an increased risk of harm; 

 there are strict timelines that must be followed in regards to supervisory oversight and risk 
assessments; and  

 families must be kept informed of the progress of an investigation and treated with compassion 
and respect. 

 

The NWPD recognizes the value and importance of training designed to increase cultural awareness and 
enhance service delivery. The NWPD will continue to deliver training that is timely, trauma informed, and 
sensitive to the unique requirements of the culturally diverse communities of New Westminster. 

 

The NWPD are open to all areas of training and education and seek to broaden its perspective and seek 
new experiences. In November, 2019, Inspector McDaniel attended a workshop at the Anvil Centre 
entitled, “Raven Spirit Dance” which helped develop understanding and empathy toward women of 
colour. The NWPD know that they have a legal and ethical responsibility to remove the systemic barriers 
to employment and dignity from the workplace. Inspector McDaniel was a part of this transformational 
experience in which the journey of women of colour became relatable and was shared in a very intimate 
setting. It was an enlightening experience that opened up opportunities to develop practical actions for a 
positive shift to social equity. 

 

Reviewing Investigative Practices 

 

9.5(vi) Establish standardized response times to reports of missing Indigenous persons and women, 
girls, and 2SLGBTQQIA people experiencing violence, and conduct a regular audit of response 
times to monitor and provide feedback for improvement. 

9.5(ii) Improve communication between police and families of MMIWG and 2SLGBTQQIA people 
from first report with regular communication through investigation. 

9.5(iv) Recognize and have protocols to mitigate impacts of high turnover among officers may 
negatively impact progress of investigation and relationship with family members. 

9.9 Establish a national task force to review and, if required, to reinvestigate each case of all 
unresolved files of missing and murdered Indigenous women, girls and 2SLGBTQQIA people to 
the national task force. 

9.10 Produce all unresolved cases of missing or murdered Indigenous women, girls and 
2SLGBTQQIA people to the national task force. 

9.4(i) Specialized Indigenous policing units are to be staffed with Indigenous investigators, who will 
be the primary investigative teams and officers overseeing the investigation of cases involving 
Indigenous women, girls, and 2SLGBTQQIA people. 
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9.6 Establish an independent, special investigation unit for the investigation of incidents of failures 
to investigate, police misconduct, and all forms of discriminatory practices and mistreatment 
of Indigenous peoples within their police service. 

9.2(iii) Ensure appropriate Indigenous and 2SLGBTQQIA representation on police boards and 
oversight bodies. 

 

The NWPD follows the same investigative process regardless of a victim’s race, gender, sexual orientation, 
or any other identifying factor. This involves thorough investigations for all victims, including crimes 
against 2SLGBTQQIA people. However, when crimes are motived by bias, prejudice, or hate towards an 
identifiable group, they may be referred to the Provincial Hate Crimes Unit. Furthermore, NWPD 
investigators are keenly aware of the unique historical and cultural sensitivities surrounding Indigenous 
victims and consider those during investigations, both to provide resources for the victim and families, 
and to aid the investigation. 

 

The NWPD Major Crime Unit reviews, co-ordinates, and investigates all missing person files. When the 
missing person is not located during the initial investigation conducted by patrol officers, MCU continues 
the investigation and retains the file until the missing person is located. The MCU’s investigators and 
Sergeant reviews and oversees file management, ensuring provincial and departmental standards are 
maintained. From the initial report of a missing person, the NWPD applies several review layers and 
continual risk assessments dependent on varying situational factors. Furthermore, there is an MCU 
investigator on call at all times.  

 

Crossing Jurisdictions and Improving Coordination 

 

Like all NWPD investigative units, missing person investigations follow the same investigative process 
regardless of any demographic factor. Nonetheless, MCU investigators are also aware of the sensitivities 
around Indigenous Peoples and missing person investigations. MCU has worked, and continues to work, 
on fostering new community partnerships, and maintaining those already established. These community 
partnerships, both inside and outside of the Indigenous communities are with, but not limited to; outreach 
workers (e.g., WISH, UNYA,), MCFD, VACFSS, group home staff, supportive housing staff (E. Fry Society) 
and the Canadian Centre for Child Protection, and many others. These partnerships are vital to build trust 
and work effectively together to shorten the time a person is missing and lessen the likelihood of repeat 
missing reports on the individual. 

 

In June 2015, new provincial legislation, the British Columbia Missing Persons Act, came into effect, 
improving police access to information that could help locate a missing person. This Act allows police to 
apply for court orders to access records or conduct searches, in cases where a criminal offence is not 
suspected. The Act also allows police officers to directly demand access to records in emergency 
situations. The MCU regularly works with other police jurisdictions in requesting and providing assistance 
during ongoing investigations. This can range from checking addresses, obtaining video, to interviewing 
witnesses or family in order to further each jurisdiction’s investigations. The ease in which people are able 
to move about is a factor that the MCU is highly cognizant of; the need to cooperate with other 
jurisdictions on a daily basis is paramount to finding missing people. 
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Crossing boundaries, the NWPD also works with the British Columbia Missing Persons Centre (BCMPC) a 
“provincial force unit that provides guidance and support to all police in the province for missing person 
investigations, and coordinates and supports unidentified human remains investigations.”  The MCU works 
efficiently with the BCMPC, especially in relation to coordination of the DNA and dental databases for 
Unidentified Human Remains. The MCU, therefore, works with both government and non-government 
organizations to cross jurisdictions and improve communication, meeting the recommendation in the 
National Inquiry into MMIWG to improve coordination. These partnerships exist at the Lower Mainland, 
provincial, national, and international levels. 

 

Standardization of Protocols 
 

Provincial Police Standards for Missing Person Investigations 

 

In December 2012, The Honourable Wally T. Oppal released MWCI report 25 , which provided 63 
recommendations with 33 directly related to policing. Among those recommendations, Commissioner 
Oppal called for improved missing person policies and practices and recommended that provincial 
standards be developed. 

 

The BCPPS for Missing Person Investigations came into effect on September 1, 2016.26 The intent of these 
provincial policing standards is to ensure that all missing person investigations in BC are prioritized and 
undertaken at a high standard, appropriate to identify risk, and that a consistent approach is maintained 
throughout the province. The standards and associated guiding principles establish the overall approach 
to missing person investigations for all B.C. police agencies. The standards recognize the necessity for 
officer discretion to address the unique needs of each case, with accountability for decisions through 
supervisory review. These standards guide NWPD investigations and jurisdictional responses. The NWPD 
has carefully reviewed the standards and updated policies and procedures where required to ensure 
compliance. A risk assessment template (an investigative aid that assists the initial investigating officer in 
assessing risk) is an excellent example that resulted from the MWCI recommendations. This template 
must be completed upon initial contact with the complainant, reviewed by a supervisor, and immediately 
if any risk is identified, or as soon as practicable otherwise. Another example is the implementation of a 
checklist of initial investigative steps to ensure consistency and thoroughness of missing person 
investigations. 

 

The NWPD acts in accordance with provincial standards, and all reports, as outlined in BCPPS Section 
5.1.1., are accepted at the time they are made and given full consideration and attention regardless of 
gender, age, race, national or ethnic origin, colour, religion, sexual orientation, belief, or lifestyle. 
Furthermore, there is no length of time an individual needs to wait to be able to report someone as 
missing. In summary, there should be “no barriers” in reporting someone as missing. 

 

                                                           

25 Oppal, W. (2012). Foresaken: The report of the Missing Women Commission of Inquiry-executive summary. 
British Columbia: Library and Archives Canada. 

26 British Columbia Provincial Policing Standards. 9n.d.) Principles: BCPPS 5.1 Missing Persons Investigations. 
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An important issue in all missing person investigations is the jurisdictional ownership of the file. In other 
words, determining which department takes the leadership role on a file. The BCPPS sets out the following 
criteria27 to determine which police force has jurisdiction in relation to a missing person report: 

 

 The police force for the jurisdiction in which the missing person was last seen is the police force of 
jurisdiction; or 

 If the location where the missing person was last seen is not known or their presence there was 
transient in nature, then the police force for the jurisdiction where the missing person resides or 
last stayed is the police force of jurisdiction; 

 If jurisdiction is unclear and cannot be resolved between police forces, the police force contacts 
the Officer in Charge BC Police Missing Person Centre/designate as soon as practicable, who makes 
the decision regarding jurisdiction. 

 

Importantly, NWPD officers conduct risk assessments immediately and do not delay pending any 
questions concerning jurisdiction. Therefore, the NWPD, in accordance with provincial standards, views 
all Indigenous missing person investigations as high risk until the risk assessment is completed. The NWPD 
conducts risk assessments with urgency and without delay; a timely response is critical to the well-being 
of the missing individuals and to a successful investigation. The NWPD acknowledges that Indigenous 
women and girls are at an increased risk of harm; Indigenous background is considered when determining 
the appropriate response and resources. 

 

Major Case Management Principles 

 

Provincial standards for consistent investigative approaches across the province have also been created 
for the management of major crimes. The is compliant with BCPPS 5.2, Major Case Management (MCM)28 
designed to ensure that the police response to a major crime is appropriate to the needs of an 
investigation while maintaining substantive services to the community. The need for systematic MCM 
practices and standards was a recommendation made by the MWCI Commission, which recommended 
that the Provincial Government mandate that MCM be used during all major crime investigations and that 
provincial standards be established. The Commission further recommended that these standards address 
multi-jurisdictional and multi-agency investigations, and called for the creation of a protocol to support 
the timely and seamless implementation of multi-agency teams. 

 

The standards identify the required minimum elements of MCM to be applied by all police agencies in B.C. 
to enhance consistency in investigations and to facilitate cooperation and coordination on multi-
jurisdictional investigations. The standards allow the NWPD to improve coordination across departments 
and jurisdictions, as called for in the National Inquiry into MMIWG.  

                                                           

27 British Columbia Policing Standards. (n.d.) Principles: BCPPS 5.1 Missing Person Investigations. From: 
https://www2.gov.bc.ca/assets/gov/law-crime-and-justice/criminal-justice/police/standards/5-1-missing-
persons-principles.pdf 

28 British Columbia Provincial Policing Standards. (n.d.) Principles: BCPPS 5.2 Major Case Management. 
Retrieved from: https://www2.gov.bc.ca/assets/gov/law-crime-and-justice/criminal-
justice/police/standards/5-2-mcm-guiding-principles.pdf 

https://www2.gov.bc.ca/assets/gov/law-crime-and-justice/criminal-justice/police/standards/5-1-missing-persons-principles.pdf
https://www2.gov.bc.ca/assets/gov/law-crime-and-justice/criminal-justice/police/standards/5-1-missing-persons-principles.pdf
https://www2.gov.bc.ca/assets/gov/law-crime-and-justice/criminal-justice/police/standards/5-2-mcm-guiding-principles.pdf
https://www2.gov.bc.ca/assets/gov/law-crime-and-justice/criminal-justice/police/standards/5-2-mcm-guiding-principles.pdf
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The NWPD was the first department to create an online training course and all members were provided 
in person training on the new policy. NWPD created new policing regarding MCM which highlighted the 
procedures that follow. 

 

Standards on Inter-Agency Cooperation and Coordination 

 

The purpose of the B.C. Provincial Policing Standards for Inter-Agency Cooperation and Coordination is to 
support information-sharing, consistency in practices, and collaboration between all forces in B.C. when 
conducting investigations involving serious crimes. These standards also bring B.C. in line with other 
provinces where compliance with Violent Crime Linkage Analysis (ViCLAS)29 reporting requirements is 
mandatory. Underlying principles of the Inter-Agency Cooperation and Coordination standards include: 

 

 public interest is best served when police agencies communicate and work together to identify 
and pursue common objectives; and 

 the power of systems and tools is enhanced when used consistently within and across policing 
jurisdictions. 

 
Violent Crime Linkage Analysis System 
 

ViCLAS is national computer database program created for the collection of information on Serial 
offences. Stemming from a series of complex serial homicides that spanned multiple jurisdictions, law 
enforcement officers recognized there was the need for a central repository system accessible by all 
policing agencies. In 1991, the RCMP, in collaboration with several other police services, developed and 
operated the ViCLAS system to track, identify, and compare specific violent or interpersonal crimes and 
criminals. Used as an important investigative tool to identify links between crimes, investigators are able 
to discover crimes committed by the same offender. Police agencies across Canada contribute to ViCLAS 
by submitting comprehensive and detailed information booklets about violent, especially sexual, crimes 
in their jurisdictions. Information from each incident includes all aspects of victimology, modus operandi, 
forensics, and behavioural patterns. Reportable incidents include but are not limited to homicides, sexual 
assaults, and missing persons. 

 

In accordance to BCPPS, NWPD must comply with the reporting requirements and timelines of ViCLAS. 
NWPD provides completed ViCLAS booklets to meet the 30-day compliance deadline. A Sergeant in 
Prevention Services is our current ViCLAS Coordinator who is responsible for collecting and assessing files 
for completion and following-up with officers when necessary to ensure NWPD meets the deadline. The 
coordinator also serves as the NWPD liaison to the ViCLAS specialists of RCMP “E” Division. Due to the 
sensitive nature of ViCLAS incidents, some victims do not wish to report an incident to the police. Instead, 
they are able to report to a third party agency such as Women Against Violence Against Women 
(WAVAW), a rape crisis centre. Staff at WAVAW can fill out an anonymous report where the victim wishes 
to remain anonymous. Alternatively, staff can also take reports from a victim’s friend or family member, 
reporting on the victim’s behalf.  

                                                           

29 Royal Canadian Mounted Police. (n.d.) Violent Crime Linkage System (ViCLAS. Retrieved from 
https://www.rcmp-grc.gc.ca/en/violent-crime-linkage-analysis-system 

https://www.rcmp-grc.gc.ca/en/violent-crime-linkage-analysis-system
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Real Time Intelligence Centre 

 

The MWCI also recommended the creation of a regional Real Time Crime Centre, scalable to the province. 
The BC Ministry of Justice incorporated this recommendation in the 2013 B.C. Policing and Safety Plan.30 
Established in January 2015, the Real Time Intelligence Centre of B.C. (RTIC-BC) is a centralized data 
system that provides analysts with multijurisdictional records, databases, and other information. The goal 
is to accelerate serious criminal investigations and investigations of missing persons and locate suspects 
at the earliest opportunity through information sharing. RTIC-BC delivers real-time operational support to 
frontline officers and investigators by providing actionable intelligence. The centre operates 24/7 and is 
accessible by all BC police agencies. RTIC-BC provides real time situational awareness and a coordinated 
response, as suggested in the National Inquiry into MMIWG; recognizing that importance, the NWPD has 
secured a permanent position for a NWPD officer to RTIC-BC, in a full-time capacity. 

 

The Healing Journey - Improving Communications with Families 

 

Healing is a vital concept in Indigenous culture, bringing together knowledge, spirituality, and ways of 
restoring connections. Necessary for the healing journey is receiving information about a missing and 
murdered loved one. Families will often have questions about the police investigations, or decisions made 
by government agencies such as Crown Counsel. Families need to receive timely information. Improving 
communication between families and NWPD investigators is and will remain a priority, towards the call 
for justice to improve communication with families. 

 

Family Liaison Roles 

 

Members of the NWPD understand that communication is vital with partners and other police services, 
but most importantly with the families of the missing. When a person is missing, the unknown outcomes 
and circumstance of the cases are very trying for the family and loved ones. Communication between 
police and families is vital to ensure loved ones are updated and informed regarding the status of the 
investigation. For some families, the particulars of an investigation may bring some calmness to what 
otherwise is a very emotional ordeal. The MCU assigns an investigator as the “family liaison” who updates 
the family on the status of the investigation and planned next steps. This is in accordance with BCPPS on 
Missing Person Investigations, which require families and reportees to be kept informed on the progress 
of an investigation. 

 

MCU communicates with all families, including Indigenous families, to give them hope, knowledge, and 
insight into the investigation and to instill confidence that the NWPD will continue to work relentlessly to 
the find their family member. 

 

  

                                                           

30 Government of BC; Retrieved from  https://www2.gov.bc.ca/assets/gov/law-crime-and-justice/criminal-
justice/police/publications/community/bc-policing-plan.pdf 

https://www2.gov.bc.ca/assets/gov/law-crime-and-justice/criminal-justice/police/publications/community/bc-policing-plan.pdf
https://www2.gov.bc.ca/assets/gov/law-crime-and-justice/criminal-justice/police/publications/community/bc-policing-plan.pdf
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FILU 

 

The BC Family Information Liaison Unit (FILU) is a relatively a new service for families of MMIWG which 
helps families access available information about their missing and murdered loved ones from multiple 
government sources, including police services. FILU is available in every province and territory and builds 
on the existing victim services frameworks in each region. FILU is designed to be a “one-stop information 
service” for all families of missing and murdered Indigenous women and girls. In addition to working with 
police, BC FILU works with families to coordinate information gathering from government agencies and 
services, including Crown Counsel, social services, and FILU offices from across the country.  

 

NWPD Victim Services Unit 

 

The NWPD Victim Services Unit has a working knowledge of various community agencies that offer 
services tailored towards Indigenous clients.  If a Victim of crime self-discloses that they are Indigenous to 
one of the Victim Services Caseworkers, they are then provided with options for community resources 
which may best suit their needs.  Some of these community resources include, but are not limited to, 
Spirit of the Children, Battered Women’s Support Services and Women Against Violence Against Women 
(WAVAW), both of which have developed Indigenous culturally-focused support groups. 
 

The Impact of Officer Turnover 

 

For a variety of reasons, investigators may leave sections. For example, often NWPD investigators may 
work in a section for several years and then either seek promotion or other sections for a new experience. 
Alternatively, investigators may reach their “tenure level” in a designated position. The NWPD has a set 
tenure for each position within the police department. This also provides a structure that creates a level 
of equity in the workplace. A goal of the tenure is to provide sworn staff an opportunity to work in varied 
assignments throughout the organization. Tenure also provides opportunities for career development, 
promotes succession planning and creates an atmosphere conducive to the sharing of knowledge and 
skills between experienced and less experienced staff. 

 

The NWPD recognizes that high turnover has the potential to negatively impact an investigation and 
communication with families. However, the NWPD, in line with a recommendation in the MMIWG Inquiry, 
has provisions in place to mitigate these potential effects and has succession and transition plans between 
changes in personnel in a section. 

 

First, within the NWPD, extensions may be provided for the investigating officer to remain on the file, if it 
is in the best interest of the investigation, including if no other investigator has the skills or abilities for 
the specified assignment. This may include the rapport an investigator has established with families or if 
the family liaison role would not be suitable for another investigator. However, in those situations when 
NWPD investigators are transferred in the midst of an investigation they will continue to provide 
investigational continuity. 
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Importantly, NWPD officers are not transferred to other cities or outside the province, as many are with 
the RCMP. Therefore, if an officer were to be transferred, but has a key role in an investigation (e.g., family 
liaison), they may still serve in that capacity. Finally, the NWPD is compliant with BCPPS on Missing Person 
Investigations, which require that the family/reportee be aware of who they should contact so that open 
lines of communication between police and families are maintained. 

 

Unresolved Files of MMIWG 

 

A recommendation in the MMIWG Inquiry is for all levels of government, including police services, to 
establish an independent specialized national task force to review and reinvestigate unresolved files of 
MMIWG and 2SLGBTQQIA people.28 The NWPD supports this recommendation. The NWPD supports the 
establishment of a national task force and should it be created, the NWPD agrees to voluntarily disclose 
all unresolved cases of MMIWG, and 2SLGBTQQIA people to this task force. 

 

Investigative Teams at NWPD 

 

The NWPD encourages all its police officers to pursue career options that are suitable or of interest to 
them. Therefore, the NWPD cannot assure that all investigations involving Indigenous women, girls, and 
2SLGBTQQIA people are investigated by primary investigators of Indigenous descent. However, regardless 
of the investigation, the NWPD does ensure, as outlined in earlier sections, that all major crime 
investigations and missing person investigations are compliant with provincial policing standards. 
Furthermore, during investigations involving Indigenous women, girls, and 2SLGBTQQIA people, NWPD 
investigators engage culturally appropriate resources and victim services, as described. 

 

Ensuring Public Trust: Independent Civilian Oversight of the NWPD 

 

The NWPD prides itself on transparency and regularly provides information about policing to the citizens 
of New Westminster. The NWPD understands that when police investigate themselves, there may be 
concerns about conflict of interest from the public. That is, the public may believe that police officers 
investigating other police officers from the same agency may not be impartial; even if this were not to 
occur, the perception may undermine public trust. The NWPD recognizes that concept of public trust, 
does not equate to a unified public; experiences and a range of variables shape and influence perceptions 
of the police. For example, Indigenous Peoples may not have trust in police given past negative encounters 
(e.g., the role of police in enforcing Residential Schools). The history between Indigenous Peoples and 
police makes police oversight a sensitive issue. In a review on police oversight that had extensive 
consultation, Indigenous people sensed that filing complaints is ineffective; perceptions were that if 
complaints were filed about police, they would face retribution, and many felt that oversight bodies were 
inaccessible. The NWPD must ensure that police do not engage in criminal behaviour and agrees that 
where criminal conduct occurs, the law must be applied the same, to police and public alike. In addition, 
police officers must be held to standard for offenses under the BC Police Act and violations of Charter of 
Rights and Freedoms. Overall, the NWPD is subject to a high degree of civilian oversight and meets the 
recommendation in the National Inquiry into MMIWG for independent oversight. 
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Officer of the Police Complaint Commissioner 

 

The Office of the Police Complaint Commissioner (OPCC) 31  is a civilian, independent office of the 
Legislature that is responsible for overseeing and monitoring complaints and investigations involving 
municipal police in BC, including the NWPD. The OPCC is responsible for the administration of discipline 
and proceedings under the Police Act. It is the role of the OPCC to ensure, with transparent civilian 
oversight, that Police Act investigations taken by the NWPD are conducted with impartiality and fairness, 
to enhance public confidence. 

 

Independent Investigations Office 

 

Public trust may be tested when a police officer is involved in the death or serious injury of a civilian. The 
Independent Investigations Office (IIO) of B.C. provides independent civilian oversight to the NWPD in 
these situations. The IIO is responsible for investigations into incidents of death or serious harm, which 
may have been the result of a police officer, on duty or off duty. The NWPD, under the Police Act, must 
notify the IIO of any incident that falls within its jurisdiction. Undertaking public interest, all IIO 
investigations are conducted to a criminal law standard, with civilian-led transparency.32 

BC Human Rights Tribunals 

 

The NWPD also maintains oversight through the BC Human Rights Code, which maintains a process, 
through the BC Human Rights Tribunal (Tribunal), for dealing with complaints of discrimination. The 
complainant must have a personal characteristic that is protected under the Human Rights code, or be 
seen to have one. These personal characteristics include, race, colour, sex, gender identity or expression, 
ancestry, among other protected characteristics.33 

 

Civilian Governance: The New Westminster Police Board 

 

Established as an independent and autonomous authority pursuant to the Police Act, the New 
Westminster Police Board (NWPB) is the employer and governing body of the NWPD, providing civilian 
governance and oversight of the NWPD. More specifically, the NWPB provides governance as the 
employer of all sworn and civilian NWPD staff, service and policy and direction setters, oversees finances, 
and provides authority for policy and service complaints. NWPB board members are appointed with 
considerations of diversity and knowledge of communities. At present, our current board does not have 
Indigenous representation as recommended in the National Inquiry into MMIWG. We hope that this will 
change in the future as the NWPD support Indigenous representation on our NWPB. 

  

                                                           

31 Office of the Police Complaint Commissioner (OPCC). (n.d.). Retrieved from https://opcc.bc.ca/about-us/ 

32 Independent Investigations Office of BC, (n.d.) Retrieved from https://iiobc.ca/about-us/what-we-do/ 

33 BC Human Rights Tribunal, (n.d.) Retrieved from http://www.bchrt.bc.ca/ 

https://opcc.bc.ca/about-us/
https://iiobc.ca/about-us/what-we-do/
http://www.bchrt.bc.ca/
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Civil Lawsuits 

 

The NWPD is also subject to civil lawsuits that include liability including abuse of public office, negligent 
investigations, and Charter damages. Everyone is subject to the rule of law and legal oversight allows 
independent courts to assess police behaviour. 

 

Review of Police Conduct in Criminal Cases 

 

Oversight of police conduct occurs during criminal cases, through the judiciary. Judges review police 
actions and conduct; their role is to assess whether the Charter, Criminal Code, or case law were violated 
within the investigation. Through their case decisions, they provide remedies that may be pertain to 
exclusion of evidence, stays of proceedings, or sentence reductions should be awarded.34 These court 
decisions have significant ramifications to police practice. 

 

Public Inquiries and Coroners Inquests 

 

Public inquiries, “the gold standard” of independent review, are high profile and frequently requested for 
review of police conduct. Governments must order a public inquiry and reserve the right to refuse to 
appoint them. Coroner’s inquests lack the high profile nature of public inquiries but serve an important 
role in cases of police related-deaths and lead to recommendations regarding police training. All deaths 
in police custody necessitate a coroner’s inquest.35 

 

Provincial Oversight 

 

Under the Police Act 36the Policing and Security Branch, a component of the Ministry of Public Safety and 
Solicitor General, is responsible for overseeing law enforcement by a variety of functions. These include 
developing and coordinating policy and legislation, and as outlined in earlier sections, establishing policing 
standards. They are also responsible for inspecting the quality of police services, thereby providing an 
external oversight. 

 

 

 

 

 

                                                           

34 Roach, K. (2014). Models of civilian police review. Issues in Civilian Oversight of Policing (Toronto: Canada 
Law Book, 330-331 

35 Province of British Columbia, Coroners Service Inquests (n.d.) Retrieved from 
https://www2.gov.bc.ca/gov/content/life-events/death/coroners-service/inquest-schedule-jury-findings-
verdicts 

36 Police Act, RSBC 1996, c 367 

https://www2.gov.bc.ca/gov/content/life-events/death/coroners-service/inquest-schedule-jury-findings-verdicts
https://www2.gov.bc.ca/gov/content/life-events/death/coroners-service/inquest-schedule-jury-findings-verdicts
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Inspiring Change: Future Directions for the NWPD 

 

9.5(vii) Lead the provincial and territorial governments to establish a nationwide emergency number. 

9.5(v) Create a national strategy, through Canadian Association of Chiefs of Police, to ensure 
consistency in reporting mechanism. 

9.4(iii) Specialized Indigenous policing units, within non-Indigenous police services, are to be funded 
adequately by governments. 

 

The NWPD is committed to ensuring that police practices are applied judiciously and do not infringe on 
citizen rights; the NWPD will continue to work on initiatives that support this commitment. The NWPD 
also remains dedicated to preventing violence against Indigenous women, girls and 2SLGBTQQIA people. 
The NWPD will continue to work on initiatives that support this commitment, as described below. 

 

Continued Education for NWPD Officers 

 

The NWPD will continue to review its training in an effort to ensure that its police officers are culturally 
aware and serve the citizens of New Westminster in fair and impartial ways. The NWPD will continue to 
offer the materials from the courses that were detailed in this report. The NWPD Training section will 
continue to update its courses as required with the perspectives of the National Inquiry into MMIWG. 

 

Supporting Calls for Justice at a National Level 

 

The National Inquiry into MMIWG identified Calls for Justice for police services that require cooperation 
and efforts at a national level. The NWPD acknowledges that the efforts must be collective and supports 
working at a national level towards the shared goal of ending violence against Indigenous women, girls, 
and 2SLGBTQQIA people. 

 

Supporting a Nationwide Emergency Number 

 

The NWPD supports the National Inquiry’s call for the establishment of a nationwide emergency number.  

 

Unresolved Files of MMIWG 

 

As outlined earlier, a recommendation in the MMIWG Inquiry was for all levels of government, including 
police services, to establish an independent specialized national task force to review and re-investigate 
unresolved files of MMIWG and 2SLGBTQQIA people. The NWPD is in full support of this national task 
force.  
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National Strategy to Ensure Consistency in Reporting Mechanisms 

 

The CACP sought and was recognized as a party with standing for the National Inquiry into MMIWG. The 
CACP attended seven of the nine institutional and expert hearings, submitted oral and closing 
submissions, and put forward Retired Chief Clive Weighill as a witness for the Police Policies and Practices 
hearing in Regina, Saskatchewan. Within the submission, the CACP provided over 20 recommendations 
ranging from improvements in socio-economic funding by governments, culturally sensitive and trauma 
informed missing persons manuals and policies, civilian oversight, and increasing officer knowledge 
relating to traditional, spiritual and cultural awareness. 

 

The CACP will be responsible for leading a national strategy to ensure consistency in reporting 
mechanisms for reporting MMIWG and 2SLGBTQQIA people (as outlined in MMIWG recommendation 9.5 
(v).36 The NWPD will be supporting this strategy and will work with CACP towards this important 
approach. 

 

Funding for Specialized Indigenous Police Units 

 

A call for justice in the National Inquiry into MMIWG is for adequate funding by the government for 
specialized Indigenous policing units (within non-Indigenous police services) The NWPD is supportive of 
this recommendation for additional funding for specialized positions tailored for the Indigenous 
community. 

 

Enhancing Investigative Practices 

 

As described earlier, NWPD engages culturally appropriate resources when dealing with investigations of 
missing and murdered Indigenous women and girls. However, the NWPD is in the preliminary phases of 
formalizing the process to ensure engagement and consultation with Indigenous police officers. The 
NWPD agrees that this perspective is important to investigations, opening lines of communication with 
families, and building trust. 

 

Remaining Dedicated to Build Community Relationships 

 

In addition to the dedicated positions discussed throughout this report, the NWPD will continue its 
commitment to building and sustaining relationships with the local communities and cultures. Members 
of the NWPD will continue to meet regularly with community representatives to develop programming to 
enhance community safety, and to participate in community forums, workshops, and rallies. The NWPD 
will also continue to build relationships with the 2SLGBTQQIA people and work on programming to ensure 
the safety of this community. The NWPD has made strides with programming such as Safe Place, and will 
continue to engage community members so that the NWPD can serve and protect them. 

 

 

 



38 

Commemorate the Missing and Murdered Indigenous Women and Girls 

The NWPD is currently in the exploration phase of locating Indigenous artwork to display in the reception 
area of the police department. This would act as a memoriam to all the Missing and Murdered Indigenous 
Women and girls. 

Commitment to Continue NWPD Indigenous Advisory Committee 

The NWPD prioritizes the elimination of barriers between police and the Indigenous community and 
acknowledges that these barriers exist and have existed for too long. Towards building trust with the 
Indigenous community, the NWPD will endeavour to create an Indigenous Advisory Committee and 
include local leaders such as the Spirit of the Children Society and Chief Rhonda Larrabee. 

Continued Programming for Indigenous Youth 

With programs such as LEAD, the Student Police Academy and the Reserve Constable programs, we hope 
to develop long term relationships with Indigenous youth. We hope to have this be a recruitment tool for 
various positions within the NWPD. 

Extensive NWPD resources are committed to youth engagement, namely through programming that 
provides positive interactions and nurture relationships, understanding, and trust between youth and 
police. The NWPD Soccer School is a very successful program in our community and many relationships 
have been nurtured and developed over the 40 years it has been held. Police officers, volunteers, children, 
parents and local businesses have all contributed to the success of the program. These efforts serve to 
develop self-esteem and positive life skills among youth, while deterring them from engaging in criminal 
activities such as gang involvement. The NWPD will continue these programs, as well as develop new 
youth oriented programming in the future. 

Conclusion 

A collective responsibility to end the systemic causes of violence and increase the safety of Indigenous 
women, girls and 2SLGBTQQIA people is required. The NWPD accepts the voices in the National Inquiry 
into MMIWG and will continue to take action to address the concerns raised. Sexism, racism, stereotypes, 
and any other discriminatory behaviour does not have a place in the NWPD; all citizens have the right to 
feel safe in their communities and all citizens have human rights to be upheld. Efforts are made to ensure 
that the police officers that comprise the NWPD treat people with respect, fairness, and compassion. Once 
hired, the NWPD provides regular training to ensure that NWPD officers serve citizens with cultural 
competence. The NWPD will commit to learning, growing and listening to the community it serves. 

The NWPD is committed to transparency in its actions and remaining accountable in its service to the 
public. The NWPD acknowledges that its success in serving the public is inherently reliant upon improving, 
listening and learning from its existing relationships with the communities it serves. 
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NWPD Action Plan – Next Steps 

 

The NWPD are committed to taking action as set out in our response to the Calls for Justice. The following 
is a summary of steps that we will continue to take along with goals that we will strive to achieve.   

 

The NWPD Recruiting Section 

 

The Recruiting Section will enhance their recruiting practices to include targeted recruitment strategies 
to recruit Indigenous persons. The NWPD Recruiting Section will continually review and update their 
current Indigenous outreach efforts by hosting information sessions with Indigenous communities and 
connecting with Indigenous recruiting agencies. The NWPD will form partnerships with Indigenous groups 
to ensure the success of the outreach taken. The application process will continue to be easily accessible 
to everyone in the community. Collaboration with community stakeholders will assist with bridging the 
gaps between police and Indigenous peoples along with other marginalized members of our community. 
The NWPD are committed to an unbiased and transparent hiring process. 

 

Community Relationships 

 

The NWPD are dedicated to building community relationships to expand diversity, inclusion and 
Indigenous outreach and developing partnerships with various communities and interest groups. We will 
seek assistance from the Restorative Justice Committee and the JIBC Office of Indigenization in the 
creation of an Indigenous Advisory Committee. The creation of an Indigenous Liaison Officer position 
within our Community Services Section will help us bridge the gap between the police and our Indigenous 
Community. The NWPD are committed to working with Indigenous youth in community programs such as 
the “LEAD” Program, Community School Resource Officer, the Restorative Justice Committee, Reserve 
Program, Student Police Academy and the NWPD Soccer School. The NWPD will continue to attend 
community events such as the Pulling Together Canoe Journey and National Indigenous Peoples Day with 
the intention of building lasting relationships. 

 

Policy, Practices and Procedures 

 

The NWPD will refer to the principles of the B.C. Human Rights Code and the Canadian Human Rights Act 
to ensure that culturally appropriate and gender neutral policy, practices and procedures are in place. The 
NWPD commit to extensive policy review guided by the lens of culturally appropriate and gender-neutral 
language and interpretation. The NWPD will be working with the City of New Westminster on the 
Diversity, Inclusion, Equity and Anti-Racism Framework. This work will be facilitated by Level Up, a 
Planning and Consulting firm that has been chosen by the City to complete a comprehensive scan and 
report of all City departments.  
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Training and Education 

The NWPD endeavor to provide continuous and inclusive education for NWPD Officers. This will include 
up to date, cutting edge training, including any expansion/updates to Trauma Informed Practices. 
Educating our officers in the area of Fair and Impartial Policing will remain of the utmost importance. 
Police Services continues to work on the promotion of unbiased policing to ensure that police services are 
delivered in a manner that is fair, equitable and responsive to the needs of vulnerable groups. We expect 
to see Policing Standards in the near future and commit to providing additional training to our officers. 

Enhancing Investigative Practices 

The NWPD will continue to ensure that Provincial Policing Standards are followed in every respect which 
includes Missing Persons Investigations and the creation of any additional new Standards. We will 
continue to provide support for victims and families along with our community partnerships. The NWPD 
will maintain consistency in investigations and to facilitate cooperation and coordination on multi-
jurisdictional investigations.  

National Level Support 

The NWPD supports the Calls for Justice on a national level which includes support for provincial and 
territorial governments to establish a nationwide emergency number.  

The NWPD will, if established, support a national task force to review and, if required, to reinvestigate 
each case of unresolved files of missing and murdered Indigenous women, girls and 2SLGBTQQIA people 
and will submit all such cases to the task force. 

The Canadian Association of Chiefs of Police will be responsible for leading a national strategy to ensure 
consistency in reporting mechanisms for reporting regarding MMIWG and 2SLGBTQQIA people. The 
NWPD will advocate for this strategy and ensure consistency in reporting mechanisms. 

Display of Indigenous Artwork 

The NWPD are currently undergoing a renovation of the reception area of the police station. The NWPD 
would be honored to have Indigenous artwork on display to commemorate the Murdered and Missing 
Indigenous Women and Girls and will take steps to identify a local Indigenous artist. 

Strategic Plan 

The NWPD commit to relationship building, maintaining and building trust in our community and to 
increase partner and stakeholder engagement in our new Strategic Plan. We seek to improve our 
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engagement with our community with a focus on Reconciliation with Indigenous peoples and the 
improvement of relationships with marginalized and underrepresented groups. 

Engagement of a Professional Advisory Firm Specializing in Indigenous Relations 

The NWPD will look to engage with professional advisory groups to provide expertise in our Indigenous 
engagement strategies.   
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RESTORATIVE JUSTICE COMMITTEE 
(RJC) 

November 24, 2020 at 5:00 p.m. 
Meeting held electronically under Ministerial Order No. M192 

MINUTES - Extract 

4.1 Reclaiming Power and Place: The Final Report of the National Inquiry into 
Missing and Murdered Indigenous Women and Girls - Recommendations to 
Council and/or the Provincial Court System to Inform a Local Approach 
(Report) – Councillor Puchmayr (Standing Item) 

Chief Jansen, New Westminster Police Department, introduced Inspector Diana 
McDaniel, New Westminster Police Department, who oversees the Victim 
Assistance Unit of the Department, and author of the report in response to the Calls 
for Justice.   

Chief Jansen and Inspector McDaniel provided the following comments in response 
to questions posed by the Committee regarding the Calls for Justice in the 
Reclaiming Power and Place Report:  

How is the NWPD measuring its relationship with the various communities in the 
City and how does the NWPD know if they are being improved upon? 

• Review of a survey which has been conducted over the years and the
Department’s commencement with the strategic planning process showed
that traditional ways of responding has resulted in a large overlooked group
in the community who are not often heard;

• The Department reached out to community groups through City Hall
resources, as well as by going directly into the community to meet with and
listen to people face to face in places where they felt comfortable;

• The Department contacted various organizations and stakeholders such as
the Spirit of the Children Society (SOTCS), etc., to meet with their leaders
and managers, which reinforced that the NWPD has a positive relationship
with these entities;

• Meeting with the various organizations and stakeholders allowed the
Department to learn how to further foster these relationships over time, and
also led to the creation of a Diversity Unit within the NWPD that allows
Police to continue engagement with the community which, in turn, will be
measured by the continued relationships; and,
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• The Department will continue to reach out to the community to determine
what needs to be improved upon.

How is the NWPD planning to address and fulfill the Calls for Police Action in the 
Report? 

• In part, how the NWPD addresses and fulfills the Calls for Police Action, is
dependent on the budget; however, Council has prioritized addressing
diversity, equity, and inclusion framework for the City;

• Engagement events that Police attend, talking to vulnerable parts of
population and community, and internal engagement will facilitate the
creation of a formalized plan, by external resources, for the Department to
use moving forward;

• Preliminary work on this has commenced at the Provincial level with the
British Columbia Association of Police Chiefs which will take a broader
approach to this work;

• Inspector McDaniel’s report acknowledges the Calls for Action and includes
an analysis of the NWPD’s current systems such as recruitment, building
community relationships, procedures, training, and investigative practices
through the lens of the Calls for Justice. The report will be shared with
Committee members after the meeting; and,

• Next steps include completing the actions required.

Does the NWPD intend to hire someone to oversee implementation of the guidelines 
outlined in the Calls for Police Services as noted in the Report? Is this included in 
the Department’s budget? 

• The NWPD was already moving forward on this when the City began work
on equity and inclusion;

• The motion on Police reform will be further discussed;
• The Department is not currently planning to hire someone as it awaits

information and findings from various committees and groups that will
determine the path forward; and,

• Funding requests must be supported by data.

Chief Jansen and Inspector McDaniel provided the following comments in response 
to questions from the Committee:   

• Further engagement with the City’s Indigenous population could be
facilitated through the City’s reconciliation initiatives, the Justice Institute,
as well as through the Department’s contacts with the SOTCS, Douglas
College, etc., which may also hold opportunities for partnerships;
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• Additional factors that would help the Department fulfill the Calls to Action
include the creation of an Indigenous Advisory Committee to support
ongoing relationships and engagement, addressing gaps in recruitment and
have more Indigenous youth involved in the Police program to improve
diversity on the force;

• City staff expertise and work in reconciliation will support the Police in
addressing the Calls to Action, as will bringing community leaders together
to connect, help, and build trust, and hearing from those with learned and
living experience, all of which will help formulate what needs to be done and
facilitating moving forward on the Calls;

• The Complaint Commissioner would best address the rebuilding of the
restorative justice process; however, a legislative committee would make
changes to the Police Act;

• Initial reconciliation work will be undertaken with consultants and will
become more involved with the Police Board’s resolution;

• Meetings have occurred with Qayqayt and Musqueam communities and the
Mayor has met with Squamish and Kwikwetlem communities; however, it
would be nice to receive a wider range of input;

• The pandemic has paused things but there is continued involvement with
Qayqayt, Tsilhqot’in, and Musqueam representatives; and,

• The NWPD could reach out to Indigenous communities directly so as to not
solely rely on Council for information.

Discussion ensued and Committee members provided the following comments: 

• It is great to see that this is still a work in progress although major
improvements have been made over the years, including a change in the
culture;

• Reconciliation is a part of the curriculum at the Justice Institute, as is
engagement at Douglas College;

• It may be challenging to prioritize addressing the gaps between where the
Department is now and where it would like to be; and,

• Truth and reconciliation goes beyond what the municipal government is
doing and the NWPD should be involved in their own capacity.
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M E M O R A N D U M

Office of the CAO 

To: Task Force on Reconciliation, Social 
Inclusion and Engagement 

Date: 1/11/2021 

From: Jennifer Miller 
Manager of Public Engagement 

File: 

Subject: Initial research on compensation for participation in City engagement 
activities for individuals with lived experience & example draft policy 
from City of Guelph 

The City of New Westminster is considering a new policy to outline guidelines for compensating 
individuals with lived experience who participate in public engagement processes. 

The rationale for developing such a policy is to provide a consistent, organization-wide approach 
for recognizing the expertise and specialized input that community members with lived 
experience provide to City decision-making processes – perspectives and input that likely would 
otherwise be missed if compensation is not offered.  

While the benefit to members of the public to participating in engagement processes is generally 
the opportunity to have a say on decisions that impact their lives and contribute to the decision-
making process in their community, the financial accessibility of engagement is an important 
consideration for people with lived experience and members of equity-seeking groups. An equity 
approach to public engagement acknowledges that different individuals will need different 
accommodations in order to participate fully.1 

Providing compensation to community members who have been made vulnerable and/or 
marginalized is also an important aspect of addressing systemic racism, historic lack of inclusion 
in official processes, addressing some of the root causes of poverty, and other existing power 
imbalances.  

As identified by fellow engagement practitioners at other local governments across Canada, 
compensating members of equity-seeking groups also demonstrates respect and value for lived 
experience, supports the wellbeing of these participants, and helps enable diverse voices in the 

1 Beyond Inclusion: Equity in Public Engagement, SFU Morris J. Wosk Centre for Dialogue, 
https://www.sfu.ca/dialogue/beyond-inclusion.html  
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discussion. Further, when the City is directly seeking particular lived experience to help inform a 
decision, it is appropriate to financially recognize the contributions of such experience as we 
would for a consultant with other specialized knowledge.  
 
An informal survey of Public Engagement leads at other municipalities and public sector 
colleagues across Canada has identified support for establishing such policies to guide 
compensation for engagement; however, most local governments are either currently not 
providing compensation, or providing honouraria on a project-by-project or case-by-case basis.  
Most local governments who provided information either do not have an established policy or 
are in the process of developing/discussing one. For example, the City of Vancouver has 
provided honouraria in some situations with equity-seeking groups – i.e. for participation in a 
workshop – but does not currently have a policy in place. The City of Surrey has offered 
compensation for participation in longer-term planning processes or more in-depth participation, 
such as a sustainability action plan.  
 
Generally, among those practitioners who support considering compensation for equity-seeking 
groups, they have identified that living-wage rates are important, as well as aiming to provide 
cash payments as cheques can be a barrier for those who do not have a bank account. Asking 
participants to demonstrate financial need is seen among practitioners as problematic and is not 
recommended.  
 
Two municipalities are known to have draft policies: City of Winnipeg and City of Guelph. 
Winnipeg’s draft Standards for Honourariums is specific to “people who have lived experience 
with poverty or homelessness, either past or present”. Guelph’s draft policy more broadly 
considers compensation for members of equity-seeking groups, which the policy defines as 
“persons with lived experience of one or more of the following: poverty, homelessness, 
disability, mental health issues, addictions, and peoples otherwise living with traumas, 
discrimination and injustices including racism and marginalization in many forms.” 
 
The City of Guelph’s draft policy is currently being piloted in individual engagement projects, 
but has not yet been applied to its City committees. Staff report that it has been well received in 
the community so far. Staff also recognize that additional work is required to finalize the policy, 
and that likely additional guidelines may be required as new considerations arise in 
implementation. 
 
Guelph City staff have generously provided the draft policy for the City of New Westminster’s 
Task Force to review for background purposes as we consider development of our own such 
policy. It is important to stress that this policy is in draft form and has not yet been adopted. The 
draft policy follows this memo and will be discussed at the Task Force meeting.  
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Is public engagement required / recommended for my project? 

Public and stakeholder engagement is based on the principle that those who are affected have the right to be 

included in the decision-making process1. Authentic and meaningful engagement should be considered at the 

outset of any project or decision process, and integrated into the project plan and timeline. This tool is 

designed to help project leads across the City of New Westminster consider and identify if engagement is 

required or recommended for their project/decision.  

How to use this tool: As part of early project planning / initiation, the project lead/project manager should 

complete this worksheet. Work through the sheet with at least one other project team member who is familiar 

with the project details and intended outcomes, or have them check your responses. Think about each strategic 

consideration, and based on best information available check the most appropriate answer: Yes, No, or Unsure. 

Include the completed assessment in your project charter / planning documentation, and forward copies to your 

Director and the Manager of Public Engagement. Depending on the results, start planning an appropriate 

engagement process for your project. Contact the Manager of Public Engagement for advice as needed. 

Division: 

Project Name: 
(include brief description if name is not 

self-explanatory) 

Estimated Timeline for Council 

Decision / Project Completion: 

Worksheet Completed By: 
(indicate project lead/manager) 

Strategic Consideration Yes No Unsure

There are legislative requirements for consultation 

There is a history/precedent at the City of conducting public engagement on 

similar projects 

There is an expectation/commitment by Council to conduct public 

engagement for projects of this type / scale / scope 

There is a high level of public interest in this decision, and a desire to be 

engaged / provide input to influence the details / outcomes 

The project will result in significant changes in the day-to-day lives of New 

Westminster residents 

There is potential for some stakeholders/members of the public to be, or 

perceive to be, negatively impacted  

1 International Association for Public Participation Core Values 
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There is potential for the project / decision to create, or appear to create, 

winners and losers  

   

Potential / perceived negative impacts will be broadly experienced – i.e. City-

wide, among various neighbourhoods / groups 

   

If we were to proceed without any engagement, the project/decision 

announcement has the potential to cause public push-back, controversy, 

debate, or outrage 

   

The rationale for pursuing this direction / project is complex or not 

straightforward 

   

The project is likely to attract media attention 

 

   

The project could benefit from engaging the public – to gather new ideas / 

invite innovation / integrate user/lived experience / increase buy-in / increase 

awareness 

   

Moving forward without public engagement could lead to project delays due 

to public opposition  

   

 

TOTALS:  

   

 
Assessing your results:  

 If you have three or more “Yes” responses, contact your supervisor and the Manager of Public 

Engagement to further discuss engagement needs, potential risks of proceeding without engagement, and 

engagement planning.  

 If you have three or more “Unsure” responses, seek input from other team members who are familiar 

with the project and its potential impacts, and consider checking public perception of the project with a 

few external stakeholders / community members (with the understanding that any external discussions 

mean the project will no longer be confidential).  

 Questions? Contact the Manager of Public Engagement 

 

 

Notes:  
 

 

 

 



For all engagement processes, across all departments:

Immediately following input-gathering period: Compile, analyze & summarize 
all input
• Includes overview of engagement process & next steps

Post summary report on Be Heard project page & share directly with 
participants who registered for updates (email)
• Independent of Council Report process

Post verbatim input online in addition to summary report
• Requires screening for personal info & offensive language
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