
 

  

 
  

 ARCHIVED - Archiving Content        ARCHIVÉE - Contenu archivé 

 

Archived Content 

 
Information identified as archived is provided for 
reference, research or recordkeeping purposes. It 
is not subject to the Government of Canada Web 
Standards and has not been altered or updated 
since it was archived. Please contact us to request 
a format other than those available. 
 
 

 

Contenu archivé 

 
L’information dont il est indiqué qu’elle est archivée 
est fournie à des fins de référence, de recherche 
ou de tenue de documents. Elle n’est pas 
assujettie aux normes Web du gouvernement du 
Canada et elle n’a pas été modifiée ou mise à jour 
depuis son archivage. Pour obtenir cette 
information dans un autre format, veuillez 
communiquer avec nous. 

 

 
 
 
 
 

 
 
 
 
 
 

 
 
This document is archival in nature and is intended 
for those who wish to consult archival documents 
made available from the collection of Public Safety 
Canada.   
 
Some of these documents are available in only 
one official language.  Translation, to be provided 
by Public Safety Canada, is available upon 
request. 
 

  
Le présent document a une valeur archivistique et 
fait partie des documents d’archives rendus 
disponibles par Sécurité publique Canada à ceux 
qui souhaitent consulter ces documents issus de 
sa collection. 
 
Certains de ces documents ne sont disponibles 
que dans une langue officielle. Sécurité publique 
Canada fournira une traduction sur demande. 

 

 

 



           
 
 

CIVILIANIZATION IN THE  
VANCOUVER POLICE DEPARTMENT 

 
 

Curt Taylor Griffiths, Ph.D. 
Simon Fraser University 

Senior Project Consultant 
 

Sergeant Adam Palmer 
Sergeant Larry Weeks 

Brian Polydore 
Vancouver Police Department 

 
With the assistance of 

Mark LaLonde 
Vivienne Chin 

Ruth Montgomery 
Justice Consultants 

 
 
 

March 13, 2006 
 
 
 



 2  

Acknowledgements 

The Project Team would like to thank the sworn and civilian members of the 

Vancouver Police Department, personnel fr om the City of Vanc ouver, and sworn 

members and civilian staff from po lice departments across Canada and the 

United States (U.S.) who participated in the study. T heir candid and thoughtful 

responses were appreciated and contributed to the overall success of the project. 

 



 3  

Table of Contents 
 

Acknowledgements ........................................................................................................2 
Executive Summary........................................................................................................7 

Project Objective.............................................................................................8 

Defining Civilianization...................................................................................8 

The Drivers of Civilianization .........................................................................9 

The Benefits of and the Challenges to Civilianization .................................9 

Project Components .....................................................................................10 

Data Sources .................................................................................................11 

Project Method ..............................................................................................12 

Recommendations for Civilianization .........................................................13 

The Cost Implications ...................................................................................14 
Civilianization in the Vancouver Police Department .................................................20 

Introduction ...................................................................................................20 

Project Background and Rationale..............................................................21 

Vancouver Police Department Operational Review (2005-2007)...............22 

Goals of the Operational Review .................................................................23 

Project Oversight, Communication and Decision Making.........................24 
The Civilianization Project ...........................................................................................25 

Project Objectives.........................................................................................25 

Project Components .....................................................................................25 

Data Sources .................................................................................................27 
Current Civilianization in the VPD...............................................................................28 

VPD Special Constables ...............................................................................28 

Building Core Capacities in the Planning and Research Section.............30 

Rates of Civilianization in Canadian Police Departments .........................31 
Civilianization in Policing:  A Review of the Literature and Best Practices ............32 

Defining Civilianization.................................................................................32 

Civilianization as a Best Practice.................................................................32 

The Drivers of Civilianization .......................................................................35 

The Benefits of Civilianization .....................................................................36 
Cost-Savings ...........................................................................................................37 



 4  

Civilianization and Community Policing...................................................................37 
Strengthening the Police Organization....................................................................37 
Increasing “Blue on the Street”................................................................................38 
Broadening the Talent Pool.....................................................................................39 
Increasing Opportunities for Civilian Members........................................................39 
Increasing Diversity in the Police Department.........................................................40 
Increasing Productivity ............................................................................................40 
Increasing Continuity and Consistency ...................................................................40 

The Challenges to Civilianization ................................................................41 
Organizational Resistance ......................................................................................42 
Opposition from Police Unions and Associations....................................................42 
The Need for Police Officer Expertise and Experience ...........................................43 
Civilianization as a Threat to Officer Job Security and Promotion Opportunities ....43 
Civilianization as a Precursor to Privatization of Policing........................................44 
Civilianization and Collective Bargaining Agreements ............................................44 
Civilianization and Statutory Requirements.............................................................44 
The Need to Have Sufficient Numbers of Sworn Officers to Respond to Large-Scale 
Events .....................................................................................................................45 
The Duty of the Department to Accommodate Officers...........................................45 
The Need for Developmental Positions for Sworn Officers .....................................46 
Recruiting and Retaining Civilian Staff ....................................................................46 
Fiscal Savings .........................................................................................................47 
Civilian Concerns ....................................................................................................48 

A Survey of Civilianization in Selected North American Police Departments ........48 
The Criteria for Classifying a Position as Sworn or Civilian.....................................51 

Ontario Provincial Police Study...................................................................52 

New York City Police Department................................................................52 

Kansas City (MO) Police Department Study ...............................................53 

The Dallas (TX) Police Department Study ...................................................53 
The Project Method.......................................................................................................55 

The Decision Making Tree ............................................................................55 

The Interviews ...............................................................................................57 

The Independent Assessment .....................................................................59 
Results of the Position Assessments .........................................................................59 



 5  

The Positions and Recommendations ........................................................................60 
Operations Support Division........................................................................61 

Support Services Division............................................................................62 

Operations Division ......................................................................................68 

Office of the Chief Constable .......................................................................71 

Investigation Division ...................................................................................73 
Recommendations for Civilianization .........................................................................90 
The Cost Implications...................................................................................................91 
Organizational and Operational Implications.............................................................94 
Proposed VPD Civilianization Policy ..........................................................................95 
Secondments.................................................................................................................95 
Accommodated Positions ............................................................................................98 

The Issues Surrounding Accommodation ..................................................99 

Current Levels of Accommodation in the VPD.........................................100 

Accommodated Positions and Civilianization..........................................101 

Survey of Accommodation in Selected Canadian Police Services.........102 
Developmental Positions ...........................................................................................103 

Developmental Positions in the VPD.........................................................103 

Survey of Developmental Positions in Selected Canadian Police 
Departments ................................................................................................104 

Opportunities for Shared Services Between the VPD and the City of Vancouver 105 
Interviews with VPD and City of Vancouver Personnel ...........................107 

Progress in Establishing Shared Services ...............................................107 

False Alarm Reduction Program (FARP)...................................................108 

Facilities Section.........................................................................................110 

Information Technology .............................................................................112 

Information and Privacy Unit .....................................................................113 

Public Affairs and Marketing......................................................................113 

311 Call Centre ............................................................................................114 

Fleet Services Section ................................................................................115 

Finance.........................................................................................................115 

Purchasing and Stores ...............................................................................118 

Payroll ..........................................................................................................120 



 6  

Human Resources.......................................................................................126 
Collective Bargaining.............................................................................................126 
Health and Safety Division ....................................................................................126 
Labour and Employee Relations ...........................................................................126 
Benefits .................................................................................................................127 
Employee Documentation .....................................................................................128 
General Observations ...........................................................................................128 

Implementing Civilianization......................................................................................128 
Going Forward.............................................................................................................131 
References...................................................................................................................133 
Appendix A – Vancouver Police Department Organizational Chart.......................139 
Appendix B – Vancouver Police Department Authorized Strength........................140 
Appendix C – Vancouver Police Department Tenure Plan and Transitional Rules
......................................................................................................................................149 
Appendix D – North American Police Contacts Interviewed by Telephone ..........152 
Appendix E – Civilianization in Selected Canadian and U.S. Police Departments154 
Appendix F – Interview Survey Form........................................................................166 
Appendix G – Personnel Interviewed for Position Classification ..........................169 
Appendix H – Description of Positions Recommended for Civilianization and 
Discrepancy Positions................................................................................................173 
Appendix I – Staffing of Forensic Identification Sections in the VPD and Three 
Other Canadian Police Services ................................................................................249 
Appendix J – The Role of Specially-Trained Civilians in Crime Scene Investigation 
and Forensic Units in Selected Police Departments ...............................................252 
Appendix K – IACP Model Policy on Civilianization ................................................257 
Appendix L – City of Vancouver Policies on Accommodation...............................260 
Appendix M – Accommodation Positions in Selected Canadian Police 
Departments ................................................................................................................277 
Appendix N – Developmental Positions in Selected Canadian Police Departments
......................................................................................................................................282 
Appendix O – Shared Services in Selected Canadian Police Departments ..........288 
Appendix P – Personnel Interviewed Regarding Shared Services ........................289 
Appendix Q – Interview Record Summary................................................................292 
 

 



 7  

Executive Summary 

The Vancouver Polic e Department is current ly in the midst of an Operational 

Review that is examining key component s of the organization and deliv ery of 

policing services. The core projects within the review are: 1) a study of overtime; 

2) an examination of patrol and investig ative deploy ment; 3) a study of the 

opportunities for civilianiz ing positio ns in the Department; and, 4) the 

development of a 2006 Strategic Operating Plan.  

This report  presents the findings  and re commendations from t he civilianiz ation 

study. It identifies a number of positions currently occupied by sworn officers that 

could be f illed by s pecially-trained ci vilians and pr ovides dat a on the cost 

implications of civilianizing these positions . This report also sets out a polic y on 

civilianization that can be used to guide t he assessment of future positions  that 

may be developed within the Vancouver Po lice Department. As well, the report 

addresses the issues of developmental pos itions in the Department, the need to 

accommodate officers who are on reduced duty, the current situation regarding 

sworn officer secondments to other polic e duties, and the potential o pportunities 

for additional shared services between the Vancouver Police Department and the 

City of Vancouver. 

The impet us for the present  study was provided by the findings  and 

recommendations from the Review of the Vancouver Police Department’s 

Staffing Requirements completed by Griffith s, et al. (2005) whic h was produced 

for the City of Vancouver and the Vancouv er Police Board.  The objective of the 

present study was to assess every positio n (other than patrol officer positions  

and clerical support positions) using best prac tice criteria to c lassify the position 

as requiring a s worn police officer or a specially-trained civilian. The project was  

designed as a study of positions, not per sonnel and is  the most comprehensive 

civilianization study conducted to date in North America. 
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Project Objective 

The objectives of the Civilianization Project were to: 

 review the current deployment of civilian positions within the VPD; 

 determine opportunities to civilianize  funct ions that are currently being 

performed by sworn officers in all areas  of the VPD, wit h the goal being t o 

make more officers available t o pr ovide frontline services that enhance 

community safety and to respond to reported crimes; 

 identify the benefits to be found through civilianization; 

 develop a policy  for the VPD that c an guide the classifi cation of future  

positions in the department as either sworn or civilian;  

 consider the issue of developmental positions in relation to civilianization; 

 consider the issue of accommodated positions in relation to civilianization; 

 consider the issue of secondments; 

 identify opportunities for shared serv ices between the VPD and t he City of 

Vancouver. 

The Project Team had no preconceived notions of what positions, and how many 

positions, might be re-classified  from swor n positions  to civilian  positions as a  

result of the study. 

Defining Civilianization 

Civilianization can be defined as the practice of assi gning non-sworn (civilian)  

employees to conduct police work that does not require the authority, special 

training, or credibility of a sworn police officer. Civilianization focuses on positions 

within a police department rather than on indiv idual personnel who oc cupy 

positions. 
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The Drivers of Civilianization 

Civilianization has genera lly occurred as part of the movement toward 

professionalism and has been a key com ponent of community polic ing. It is 

widely ac knowledged that having civili ans in key positions in a polic e 

organization enhanc es the general or ganizational env ironment, brings  

specialized expertise, and generates numerous benefits for sworn police officers. 

 

The Benefits of and the Challenges to Civilianization 

Although civilianization is  pr imarily viewed as a strate gy for reducing the ov erall 

costs of polic ing, there are other benef its, including increasing  “blue on the 

street”, broadening the tal ent pool, and inc reasing opportunities, diversity, and 

productivity in the department. Despite the myriad of potential benefit s of 

civilianization, it has been a contentious issue in policing and raises fundamental 

questions about the nature of polic ing and police work, the activities that are 

most appropriately c arried out  by sw orn police officers, and the ov erall 

responsibilities of a police servic e. Sources of resistance to civilianiz ation have 

included s enior polic e m anagement, polic e unions and associations, the view 

that the majority of posit ions in a police department require sworn members, the 

concern that civilia nization will th reaten the job security and promotion 

opportunities of sworn members and that the provisions  of collective agreements 

limit the levels of civilianization.  T here are also conc erns about reducing the 

overall number of police officers that are able to respond to major events and civil 

disorder problems. 

A review of selected police departments in Canada and the U.S. revealed that: 

 Civilians are fillin g a wide variet y of  positions in Nor th American polic e 

departments that were traditionally occupied by sworn police officers. 

 In many police depar tments, there ar e “mixed” units composed of sworn 

and civilian members. 
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 There are civilians in executive and senior management positions in North 

American police departments. 

 There are polic e departments with sw orn members in ch arge of mixed 

sworn/civilian units. 

 There are polic e departm ents in which s worn members report to civilian 

managers. 

 

Project Components  

The primary components of the study were:  

 a literature review of civilianization in policing in North America; 

 a review of studies of civilianization in North American police departments; 

 the development of a working definition of civilianization; 

 the development of a decision making tree to be used in assessing current 

sworn and civilian positions; 

 interviews with Inspectors and civilian managers about the positions under 

their span of control using the decision making tree; 

 interviews with the Deputy Chief Cons tables about c ivilianization in the 

VPD and, more specifically, the pos itions under their span of control, 

utilizing the decision making tree; 

 an interview with t he Chief Constable about the opportunities for 

civilianization in the VPD gener ally and, more s pecifically, the positions  

under his span of control using the decision making tree; 

 a review of  every sworn and civilian position (with the ex ception of patrol 

and clerical support) in the Departm ent by an independent asses sor with 

policing expertise using position de scriptions provided by VPD Human 

Resources and utiliz ing the d ecision making tree to d etermine whether a 

position is most appropriately classified as sworn or civilian; 

 the development of a policy on ci vilianization that will be used to 

determine whether new/future positions are to be sworn or civilian; 
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 an examination of the need of the Vanc ouver Po lice Department to 

accommodate officers who, for whatev er reason, cannot be deployed in a 

full-function capacity; 

 an examination of the need for the Va ncouver Police Department to hav e 

developmental positions; 

 compilation of information on secondments; 

 interviews with civ ilian and swor n members of the VPD and  City of 

Vancouver personnel to determine t he potential f or shared services  

opportunities between the Vancouver  Polic e Department and the City of 

Vancouver. 

The present project has establis hed a framework for assessing current and new 

positions in the VPD in the future. It is likely that the find ings from the other  

projects included in the Oper ational Review will identif y additional opportunities  

for civilianization in the Department. 

Data Sources 

The following data sources were used: 

 the academic literature on civilianization in policing; 

 studies and reports from  other police agencies in Canada, the U.S., the 

U.K., and other Commonwealth countries; 

 interviews with senior  police per sonnel in selected North American best 

practices polic e departm ents regarding c ivilianization, accommodated 

positions, developmental positions, and shared services arrangements; 

 Statistics Canada reports; 

 VPD policies; 

 VPD Human Resources Section sworn and civilian position descriptions; 

 Interviews; 

 SAP; 

 VPD files. 
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Project Method 

The present project involved as sessing all of  the sw orn and civilian positions in 

the VPD with the exc eption of uniform ed patrol and clerical support. This was  

accomplished by  cons tructing a decision m aking tree that was applied to each 

position to determine whether the position was most appropriately classified as  

sworn or c ivilian. The assessment was pe rformed via interviews with sworn a nd 

civilian managers about the positions unde r their span of cont rol and by  an 

independent analysis  of swor n and civilian positions  provided by VPD Human 

Resources Section. 

Based on a review of the best practice  policing literat ure, a decision making 

tree was developed, composed of three questions that were asked of every 

position in the Department (with the exception of patrol and clerical support): 

1. Does the position require law enforc ement powers? (i.e. powers of arrest,  

use of force, statutory requirement, carrying a firearm) 

2. Are the skills, training , experience, or  credibility of a sworn polic e officer 

required to fulfill the duties of the position? 

3. Can the requirement s of the posi tion be fulfille d by a specially trained 

civilian? 

These questions are sequential and the response to the first question determines 

whether the second question is asked, and then, the response to the second 

question determined whether the third and final qu estion was  asked of the 

respondent. In some instances (as will be described below), the Project Team 

found the r ationale for the respondent’s comments about a parti cular position to 

be insufficient. This resulted in several instances in which the Project Team 

“overrode” the view of the respondent, albe it for reasons that are articulated in 

the materials on the position in question. 

A unique feature, and strengt h, of the present projec t was that two separate 

analyses were conducted of the s worn and c ivilian positions in the VPD: one via 

interviews with senior  sworn and civ ilian managers about the positions  under 

their span of control, and the other via an independent assessment by a policing 
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expert using the sworn and civilian posit ion descriptions provided by the VPD 

Human Resources Section. Both assessments utilize  the same d ecision making 

tree questions. 

 

Recommendations for Civilianization 

Based on the two assessments of sworn pos itions in the VPD, the Project team 

recommended that 19 sworn officer positions  (working in 11 different types of 

positions) be reclassified as civilian positions. These positions are: 

 Inspector, Planning and Research (1) 

 Inspector, Quality Assurance (1) 

 Corporal (WSE), Health & Safety Coordinator (1) 

 Constable, ViCLAS (1) 

 Constable, Document Services (3) 

 Constable, Youth Referral Coordinator (1) 

 Constable, Information & Privacy (1) 

 Constable, Crime Analysis Unit (4) 

 Constable, District Analyst (4) 

 Constable, Robbery/Assault Analyst (1) 

 Constable, Statement Analysis (1) 

 

 

 

 

 

 



 14  

The Cost Implications  

The current total cost (salary and benef its) for sworn members at the various  

rank levels, as of April 1st, 2006, are presented in the table below. 

CURRENT SWORN MEMBERS COST AT RANK LEVELS 

Constable (1st class) Salary $70,002

 Benefits $16,450

 Total $86,452

  

Sergeant (mid-level) Salary $87,501

 Benefits $20,563

 Total $108,064

  

Inspector (mid-level) Salary $112,016

 Benefits $26,324

 Total $138,339

 

Note: Mid-level Sergeant earns 25% more than a 1st class Constable. 

 Mid-level Inspector earns 60% more than a 1st class Constable. 

 Sworn officer benefits are calculated at 23.5% of salary. 

Source: Human Resources Section, VPD. 

 

The cost figures for the positions that have been reclassifie d from sworn 

positions to civilian positions are presented in the table below. 
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CURRENT SWORN POSITION COST AND CIVLIAN COST 

Sworn Positions Recommended for Civilianization 

Sworn Cost Civilian Cost 
Position 

Salary Benefits Total Salary Benefits Total 

1 
Inspector, 
Planning & 
Research 

112,016 26,324 138,339 85,888 16,319 102,206

2 
Inspector, 

Quality 
Assurance 

112,016 26,324 138,339 71,132 13,515 84,647

3 Corporal (WSE) 
Safety & Health 

84,007 19,742 103,748 68,228 12,963 81,191

4 
Constable, 

Robbery/Assault 
Analyst 

70,002 16,450 86,452 46,952 8,921 55,873

5 
Constable, 
Statement 
Analysis 

70,002 16,450 86,452 55,371 10,521 65,892

6 Constable, 
ViCLAS 

70,002 16,450 86,452 53,089 10,087 63,175

7 
Constable, 
Document 

Services Unit 
70,002 16,450 86,452 43,282 8,224 51,505

8 
Constable, 
Document 

Services Unit 
70,002 16,450 86,452 43,282 8,224 51,505

9 
Constable, 
Document 

Services Unit 
70,002 16,450 86,452 43,282 8,224 51,505

10 
Constable, 

Youth Referral 
Coordinator 

70,002 16,450 86,452 53,089 10,087 63,175

11 
Constable, 

Information & 
Privacy Unit 

70,002 16,450 86,452 48,925 9,296 58,220
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Sworn Positions Recommended for Civilianization 

Sworn Cost Civilian Cost 
Position 

Salary Benefits Total Salary Benefits Total 

12 
Constable, 

Crime Analysis 
Unit 

70,002 16,450 86,452 48,925 9,296 58,220

13 
Constable, 

Crime Analysis 
Unit 

70,002 16,450 86,452 48,925 9,296 58,220

14 
Constable, 

Crime Analysis 
Unit 

70,002 16,450 86,452 48,925 9,296 58,220

15 
Constable, 

Crime Analysis 
Unit 

70,002 16,450 86,452 48,925 9,296 58,220

16 
Constable, 
District 1 
Analyst 

70,002 16,450 86,452 46,952 8,921 55,873

17 
Constable, 
District 2 
Analyst 

70,002 16,450 86,452 46,952 8,921 55,873

18 
Constable, 
District 3 
Analyst 

70,002 16,450 86,452 46,952 8,921 55,873

19 
Constable, 
District 4 
Analyst 

70,002 16,450 86,452 46,952 8,921 55,873

Total 19 Positions 1,428,070 335,596 1,763,667 996,026 189,245 1,185,271

 

 Total Salary $ Total Benefits $ Total Cost $ 

Sworn 1,428,070 335,596 1,763,667 

Civilian 996,026 189,245 1,185,271 

Savings 432,044 146,351 578,396 
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The total estimated savings to be realized by reclassifying the 19 sworn positions 

as civilia n positions will be $578,396. This figure does not inclu de any savings 

from overtime associated with these positio ns. It is likely, however , that given the 

specific positions that are being civili anized, the overtime savings will acc rue 

primarily with respect to St atutory Holidays.  However, these particular pos itions 

are not the types of posit ions that generate overtime  expenditures for other 

reasons. 

The Project Team also recommends that the VPD: 

 Human Resources Section create a system to ensure periodic , regular  

reviews of all position profiles to ensure they are current; 

 explore relocating the Crime Analysis Unit from the Patrol Support Section 

to the Planning and Research Section; 

 relocate the Quality Assurance Se ction t o the Planning a nd Research 

Section and that the Pl anning and Resear ch Section be re-named the 

Planning, Research and Audit Section;  

 adopt the International Association of Chiefs of Police (IACP) Model Policy 

on Civilianization (See Appendix K); 

 create a written polic y on c ivilianization that includes the three questions  

comprising the decision making tree in the present study; 

 develop a tenure policy for secondm ents. It should be noted that the 

Human Resources Section of the VP D was developing a tenure policy for  

secondments while the Civilianization Study was in progress. This policy  

for secondments has  recently been completed and im plemented. The 

tenure for all police officers on sec ondment is now four years and this  

information will be included in all future MOUs. 

 consolidate all of its current po licies on accommodation into one formal 

policy, suc h policy to be guided by  best practices in other  polic e 

departments and municipalities; 
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 develop a written policy on development al positions which includes the 

objectives of developmental positi ons and potential areas of placement  

throughout the Department; 

 transfer the pos itions of False Ala rm Reduction Coordinator and the four  

clerk typists to the Cit y of Vancouver and a transition plan be pr epared to 

effect this change by the end of 2006. 

 and the Cit y of Vancouver create a wo rking group comprised of VPD and 

City of Vancouver Payroll professiona ls to explore implementing shared 

services in the area of Payroll.   

The working group will:  

o report to the Steering Committee;  

o be co-chaired by the VPD and Cit y of Vancouver managers who 

are responsible for Payroll; 

o be established no later than April 30th, 2006; 

o conduct all analys is necessary, in cluding costs and benefits, to 

determine if there is a reasonable business ca se for structurin g 

COV/VPD Payroll as a shared service; 

o present any disagreements to the Steering Committee; 

o develop an implem entation plan if the Steering  Committee 

approves proceeding with Payroll as a shared service; 

o report back the final results to the Steering Co mmittee by  

September 30th, 2006. 

 That the VPD continue to support the 311 Call Centre initiativ e and the 

opportunity for shared services with the switchboard telephone operators. 

 follow the implementation timeline recommended in this report (Table 13)  

to reclassif y the identified pos itions from sworn to civilian (subject to 

transitional HR accommodation considerations). 
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With the c ompletion of the civilianization  study and the timely  implementation of  

the recommendations contained in this  repor t, the VPD will est ablish itself as a 

leader in civilianization among North American police departments. 
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Civilianization in the Vancouver Police Department 

Introduction 

The Vancouver Polic e Department is current ly in the midst of an Operational 

Review that is examining key component s of the organization and deliv ery of 

policing services. The core projects within the review are: 1) a study of overtime; 

2) an examination of patrol and investig ative deploy ment; 3) a study of the 

opportunities for civilianizing positio ns in the Department; and, 4)  

operationalization of the Strategic Plan. 

This report  presents the findings  and re commendations from t he civilianiz ation 

study. It identifies a number of positions currently occupied by sworn officers that 

could be filled by s pecially-trained civ ilians and, as  well, prov ides data on the 

cost implications of civili anizing these positions. This report sets out a polic y on 

civilianization that can be used to guide t he assessment of future positions  that 

may be developed within the Vancouver Po lice Department. As well, the report 

addresses the issues of developmental pos itions in the Department, the need to 

accommodate officers who are on reduced duty, the potential opportunities for 

additional shared services  between the Vancouver Polic e Department and the 

City of Vancouver, and the current situat ion regarding sworn officer secondments 

to other police duties. 

See Appendix A for an organizat ional c hart of the VPD and Appendix B for a 

chart on authorized strength in the VPD. 
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Project Background and Rationale 

The impet us for the present  study was provided by the findings  and 

recommendations from the Review of the Vancouver Police Department’s 

Staffing Requirements completed by Griffiths, et al. (2005) for the City of 

Vancouver and the Vancouver Police Board.   One component of this review was  

the extent of civilianization in the VPD. A preliminary analysis found that the VPD 

had the lowest ratio (0.26) of civilian pers onnel to s worn officers of any major 

urban police service in the country. As of 2003, civilians r epresented 16.4% of  

the total personnel in the Department. It  was also not ed, however, that caution 

must be exercised in using comparative figures. For example, a number of police 

departments, including the Tor onto Police Service, include civilian dispatchers in 

their total civilian c ount, while the VPD does not although dispatch functions  are 

provided by civilians at the cent ralized Emergency Com munications for 

Southwest British Columbia (E-Comm) Dispatch Centre. 

Information presented in the staffing review report indic ated that civilians in k ey, 

non-clerical roles are an integr al f eature of many North American police 

departments and that it is an established best practice for police services to 

recruit, and retain, highly-qualified civili ans. The report (2005: 48) also noted that 

“Senior management in the VPD are committ ed to attracting and retaining highly  

qualified civilians in key positions throughout the Department.”  

The Staffing Rev iew (2005:48) r ecommended that the VPD dev elop a polic y on 

civilianization and c onduct a study of sworn and civilian positions in the 

Department that would include “a detailed review of all positions t o determine the 

potential for increasing the role of civilia ns in all secto rs of  the Department and 

how the integration of civilian staff can a ssist in improving the overall efficienc y 

and effectiveness of the deliv ery of policing services.” It was noted that the most 

recent study of civilia nization ha d been co mpleted in  1990 and  resulted in the 

civilianization of 11 positions. There we re several minor studies that followed 

including the civilianization of the fitness coordinator position in 1999. 
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The objective of the present study was to assess every position (other than patrol 

officer positions and cleric al support posit ions) using best prac tice criteria to 

classify the position as requiring a sw orn police officer or a specially-trained 

civilian. The project was designed as a study of positions, not of personnel and is 

one of the most comprehensive civilianiz ation study c onducted to date in North 

America. 

 

Vancouver Police Department Operational Review (2005-2007) 

The object ives and paramet ers for the present study were s et out in the 

Vancouver Police Departm ent Operational Review Project Plan (2005).  The 

Civilianization Project is one of four projects to be completed as part of the 

Operational Review. The mandate was to: “Complete a civilianization study to 

determine opportunities to civilianize functions that are currently being performed 

by sworn officers. The review shou ld encompass all area of the VPD 

organization”.  

The Operational Review is composed of four distinct, but interrelated 

components: 

 An operational planning and performance-monitoring component to further 

operationalize the VPD Strategic Plan. 

 A patrol and inv estigation staffing, deploym ent, scheduling and 

performance-monitoring component. 

 An overtime utilization audit and review. 

 A civilianization study (the present report). 

 

The following diagram displays  the inte r-relationships between the four project 

components. 
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Goals of the Operational Review  

The Operational Review has  a number  of short-term and medium-term 

objectives: 

Short-Term Objectives: 

 Develop a Strategic Operating Plan. 

 Establish baseline services and service level requirements. 

 Identify deficiencies and opportunities in services and service levels. 

 Identify potential savings related to civilianization. 

 Improve efficiency and service of patrol and investigative divisions. 

 Identify potential savings in overti me within the exist ing organizational 

structures. 

Medium-Term Objectives: 

 Understand the current organizational structure and identify opportunities 

for efficiencies. 

 Determine the optimal levels of specialt y s quads to achieve desired 

service levels. 
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 Develop Strategic Business Plans for eac h bus iness unit/squad using a 

template. 

 Report on any further savings  rela ted to changes t o the Department’s 

organizational structure and business  plans (overtime, salaries , 

equipment, etc.). 

 

Project Oversight, Communication and Decision Making 

The Organizational Review project is be ing managed by co-chairs  from the City  

of Vancouver Budget Services and t he VPD Planning and Re search Section 

(P&R). There is a project Steering Committee composed of three VPD Deputy  

Chief Constables, the senior project c onsultant, the City of  Vancouver Deputy 

City Manager, and the General Manager of Corporate Serv ices for the City of  

Vancouver. 

There is also a Working Group co-chaired by  the Director of Budget Services for 

the City of Vancouv er and a Sergeant from the VPD Planning and Res earch 

Section. This committee inc ludes the senior project cons ultant, the VPD Direc tor 

of Financial Services, the President of the Vancouver Police Union, the Busines s 

Agent of the Teamsters Union Local 31, an d civilian st aff from the Planning and 

Research Section. The Steering Committ ee meets on a monthl y basis, while the 

Working Group meets bi-weekly. 

 

 

 

 

 

 

 



 25  

The Civilianization Project 

Project Objectives 

The objectives of the Civilianization Project were to: 

 review the current deployment of civilian positions within the VPD; 

 determine opportunities to civilianize  funct ions that are currently being 

performed by sworn officers in all areas  of the VPD, wit h the goal being t o 

make more officers available t o provide frontline services that enhance 

community safety and to respond to reported crimes; 

 identify the benefits to be found through civilianization; 

 develop a policy  for VPD on future determination and class ification of  

civilian versus sworn positions; 

 consider the issue of developmental positions in relation to civilianization; 

 consider the issue of accommodated positions in relation to civilianization; 

 consider the issue of secondments; 

 identify opportunities for shared serv ices between the VPD and t he City of 

Vancouver. 

The Project Team had no preconceived notions of what positions, and how many 

positions, might be re-classified  from swor n positions  to civilian  positions as a  

result of the study. 

 

Project Components  

The primary components of the study were: 

 a literature review of civilianization in policing in North America; 

 a review of studies of civilianization in North American police departments; 

 development of a working definition of civilianization; 

 development of a decision making tr ee to be used in assessing  current 

sworn and civilian positions; 
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 interviews with Inspectors and civilian managers about the positions under 

their span of control using the decision making tree; 

 interviews with the Deputy Chief Cons tables about c ivilianization in the 

VPD and, more specifically, the pos itions under their span of control, 

utilizing the decision making tree; 

 an interview with t he Chief Constable about the opportunities for 

civilianization in the VPD gener ally and, more s pecifically, the positions  

under his span of control using the decision making tree; 

 a review of  every sworn and civilian position (with the ex ception of patrol 

and clerical support) in the Departm ent by an independent asses sor with 

policing expertise using position de scriptions provided by VPD Human 

Resources and utiliz ing the d ecision making tree to d etermine whether a 

position is most appropriately classified as sworn or civilian; 

 development of a policy on civilianiza tion that will be  used to determine  

whether new/future positions are to be sworn or civilian; 

 an examination of the need of the Vanc ouver Po lice Department to 

accommodate officers who, for whatev er reason, cannot be deploy ed in a 

full-function capacity; 

 an examination of the need for the Vancouver Police Department to hav e 

developmental positions; 

 compilation of information on secondments; 

 interviews with civ ilian and swor n members of the VPD and  City of 

Vancouver personnel to determine t he potential f or shared services  

opportunities between the Vancouver  Polic e Department and the City of 

Vancouver. 

The present project has establis hed a framework for assessing current and new 

positions in the VPD in the future. It is likely that the find ings from the other  

projects included in the Oper ational Review will identif y additional opportunities  

for civilianization in the Department. 
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Data Sources 

The following data sources were used: 

 the academic literature on civilianization in policing; 

 studies and reports from  other police agencies in Canada, the U.S., the 

U.K., and other Commonwealth countries; 

 interviews with senior  police per sonnel in selected North American best 

practices polic e departm ents regarding c ivilianization, accommodated 

positions, developmental positions, and shared services arrangements; 

 Statistics Canada reports; 

 VPD policies; 

 VPD Human Resources Section sworn and civilian position descriptions; 

 Interviews; 

 SAP; 

 VPD files. 

The project provided a unique opportunity to review all the positions in the  VPD, 

other than operational patrol and  clerical support staff po sitions. In doing so,  the 

Department was able to review the pos ition descriptions maintained by  the 

Human Resources Section. Most of the pos ition prof iles that were used in this  

study were created in 2004 during the est ablishment of the Vancouver Polic e 

Department's new Perform ance Development system. T hese position profiles 

were created after the completion of job analysis  questionnaires and are 

essentially job descriptions. During this ci vilianization review there were cases  

where position profiles were no longer  accurate and needed to be upda ted. 

There were also instances whe re there was no position profile. This illustr ated 

the need for regular reviews of all position profiles as jobs do change over time.  
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Current Civilianization in the VPD 

The VPD currently has civilians in key management positions, including Finance, 

Information Technology (IT), Info rmation Management, Public Affairs and 

Marketing, Fleet Management, and Police St ores. Many of these positions were 

historically filled by sworn police officers and have  been civilianized. As well, the  

Department has an operational legal advisor who is a civilian lawyer. There are 

also positions that have, hi storically, been filled at various times, by both sworn 

officers and by spec ially-trained civili ans. The Plann ing and Research Section 

had a civ ilian manager at one point in time, but is now supervised by an 

Inspector.  

VPD Special Constables 

A provision for Special Constables is set out in the British Columbia Police Act – 

Special Municipal Constables – Section 35: 

(1) After consultation with the chie f constable, a municipal polic e boar d 

may appoint persons considered suitable as special municipal constables. 

(2) A special municipal constable must assist the municipal police 

department in the performance of its duties. 

(3) Subject to a c ollective agreement  as defined in t he Labour Relations  

Code, a special munic ipal constable may be paid the r emuneration and is 

appointed for the term the municipal police board determines. 

(4) Subject to the restrictions the m unicipal polic e board specifies in the 

appointment, a special municipal cons table has, while carrying out the 

duties of his or her a ppointment, the powers, dut ies and immunities of a 

municipal constable. 

Special Constables have peace officer powers, but are not sworn members for 

budgetary purposes and are classified as  civilian members. These individuals  

have specialized skills, do not carry fir earms, and have not completed the full 

police academy training program. Special C onstables also are not involv ed in 

arresting people and their skills are most often utilized behind the scenes. 
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There are currently five Spec ial Constabl es employed in the VPD: two in  the 

Criminal Intelligence Section (CIS) and three in the Tactical Support Section. 

1. Criminal Intelligence Section. Two Special Constable positions.  

Investigation Unit – Senior Tactical/Strategic Intelligence Analyst.  

These Special Cons tables are res ponsible for collecting, organizing,  

collating, analyzing, and developing information from various investigative, 

operational, and intelligence sources to  assist the VPD in meeting their 

strategic, tactical, and operational objectives. 

2. Tactical Support Section. Three Special Constable positions.  

a. Covert Systems Unit – Systems Administrator 

Responsible for the installation and monitoring of all c overt computer 

and wiretap systems including the technical set-up of projects. 

b. Covert Intercept Unit – Intercept Administrator 

Responsible for the preparation and c oordination of Part VI and Part 

XV Orders. Acts as a resource for members. 

c. Technical Support Unit – Installation Technician 

Responsible for the covert insta llation and removal of surveillance 

equipment in accordance with legal authority. 

The VPD is also exa mining the possibility of converting some civilians to Specia l 

Municipal Constable status in the Court Liaison Unit –Crown Liaison Team, in 

order to swear Informations for the purpose of laying charges.  
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Building Core Capacities in the Planning and Research Section 

The need for the Vancouv er Police Department to examine the iss ue of  

civilianization was  identif ied by  the Staffing Rev iew (2005:107-108) as being 

particularly acute in the Planning and Research Section: 

Recruiting, and retaining, civ ilian profess ionals for planning and 

research is an accepted best practice in North Ameri can polic ing 

and it would seem to be a prior ity that VPD adopt this model in 

order to increase its or ganizational capacity to measure, evaluat e, 

analyze, and to provide information t hat can be used at all levels  of 

the Department, including in the strategic planning and budget ary 

processes. To this  end, the re view team  wou ld s uggest that the 

capacities of the Planning and Re search Section be enhanced and 

expanded. This would include efforts to attr act the ‘best and the 

brightest’ civilians into the section. 

The commitment of senior  management in the VPD to  employ highly-s killed 

civilians was evidenc ed by the subseque nt hiring, in August, 2005, of three 

exceptionally-talented civilians t o fill positions in the  Plan ning and Res earch 

Section. T he positions had been approved by  the City of Vancouver in March, 

2005. It should be noted that there were over 300 applic ations for the three 

position vacancies. Since assum ing their positions, these person nel have been 

intimately involved in all facets of t he Operational Review as  well as with a 

variety of other projects. Their expertise  has proven to be invaluable in building 

core analy tical and operational capacitie s of the VPD generally and of  the 

Planning and Research Section in particular. 

 

 

 



 31  

Rates of Civilianization in Canadian Police Departments 

Across Canada in 2005, civilians accounted for 28% of all police personnel, a 5% 

increase from 2004. The highe st proportion were clerical  support staff (42%), 

followed by management professionals ( 24%) and communications and dis patch 

(17%). During the period from 1998 to 2005,  the number of civilia n personnel in 

Canadian police departments increased by 21% and the ratio of polic e officers to 

civilians dropped from a high of 4.6 in 1983 to 2.6 i n 2005 (Sauve and Reitano,  

2005:18). These figures are reflective of the increasing civili anization that is 

occurring in Canadian police departments in positions that have traditionally been 

staffed by sworn police officers, as well  as increased support staff for new duties 

where a police officer had never been in place. 

As of December 2005, the VPD had a ratio of  one civilian per 5.54 officers. If the  

authorized strength of 1174 o fficers is used for the calculations (exc luding 

secondments), then the ratio is one c ivilian per every 4.16 sworn members. This  

ratio is much higher than that for Calgary (2.15), Edmonton (3.72), Regina (2.38), 

Winnipeg (3.09), Toronto (2.03), and Montreal (3.77) (Sauve and Reitano, 2005). 

Recall, however, the previously- noted caveat surrounding the co mparison of the 

ratios of police to civilian staff among Canadian police departments. 
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Civilianization in Policing:  A Review of the Literature 
and Best Practices 

 

Defining Civilianization 

Civilianization can be defined as  the practice of assign ing to non-sworn (civilian) 

employees police department w ork that does not require the authority, special 

training, or credibility of a police officer (Snow, 1989; Ci ty of Berkeley, 2002; City  

of San Francisco, 1998). Civilianization  focuses on  positions within a police 

department rather than on individual personnel who occupy positions. 

 

Civilianization as a Best Practice 

The involvement of civilians  in policing has evolved fr om routine tasks such as 

providing clerical support to placing civi lians in specialist staff positions (Guyot, 

1979: 277). North A merican police depa rtments have, to varying degrees , 

civilianized many pos itions that have traditionally been  filled by  sworn police 

officers. 

Civilianization is a key feat ure of best practice polic e departments. The role of 

specially-trained civilians has increased significantly  with the pr ofessionalization 

and spec ialization of police s ervices. As Forst (2000:55) notes, “Police 

departments have become increasingly reli ant on civilians to perform critical 

tasks as the needs  of these departments have becom e increasingly diverse and 

specialized.” There have al so been pressures for fire departments to civilianize 

positions performed b y uniformed personnel  (Office of the Co mptroller, City of 

New York, 2004).  

This represents a significant departure  for many police departments that had 

previously employed civilians primarily for clerical support and as volunteers. In a 

report on civilianization wit hin the Kansas City Police  Department (Funkhouser, 
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1998:17), the city auditor found in a survey of best-practices American polic e 

departments: 

…few have any sworn personnel in administrative activities such as 

budget and finance, human resource s, and information technology. 

Several of the comparison departm ents have fully civ ilianized other 

support functions as well, such as maintaining records, handling of 

property and evidence, and conducting planning and research. 

Among the more common sections in police departments that have been partially 

or fully c ivilianized are IT, Human Res ources, Evidence, Forens ic Identification, 

Research and Planning, Fleet and Facilit ies Manag ement, Crime Analys is, 

Finance, and Media Relations. 

A review o f civilian ization projects undertaken by police services across North  

America reveals the types of positions that have been re-classified as civilian and 

resulted in civilian personnel replacing sworn officers. These positions include: 

 Liquor control enforcement 

 Latent fingerprint examiners 

 Ballistics examiners 

 Document examiners 

 Crime analysts 

 Lawyers 

 Planning and research specialists 

 Budgeting and finance specialists 

 Communic ation specialists 

 Criminalists (crime scene technicians, forensic laboratory scientists) 

 IT specialists 

 Forensic accountants 

 Forensic computer specialists 

A revie w of six California polic e departments (Los Angeles, Riv erside, 

Sacramento, San Diego, San Jose, and Sant a Ana) conducted by the Office of 

the Budget Analyst in San Francisco (Rose, 1998:13) found that: 
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 Records, Identification, Communica tions, Property Control and Fiscal are 

almost fully civilianized in Los A ngeles, San Jose, Sa cramento and Santa 

Ana; 

 Sacramento and Santa Ana have special civilian classifications to perform 

backgrounds investigations of applicants for sworn positions; 

 Fleet Management is fully civilianized in Los Angeles; 

 Los Angeles, Riverside, San Jose and Santa Ana use spec ialized civilian 

personnel for photographers and photography laboratory technicians; 

 San Diego and River side use s pecialized civilian personnel for evidenc e 

collection and control; 

 The Personnel, Payroll and Public Rela tions functions are als o largely  

performed by civilian personnel in t he other police departments surveyed;  

and, 

 Other examples of the use of specialized civilian personnel for  

administrative or technical support functions include helicopter operation 

and repairs (Riverside), polygraph examinations (Los Angeles), psychiatric 

services (Los Angeles and Riv erside), reproduction (Los Angeles), and 

station duty (Los Angeles). 

This increasing c ivilianization is also reflect ed in rece nt changes in the Berkeley  

(CA) Polic e Department. A staffing audi t (City of Berkeley, 2002) of the 

Department identified five m anagement-level positions t hat could be civilianized, 

including: Support Services (Informati on Technology, Building Facility, and 

Records Bureau), Bureau of Inspection and Control ( Budget), Communications 

Centre, the Crime Scene Unit, and the Jail. 

Since July  2002, the Berkeley  (CA) Po lice Department has completed the 

following conversions from sworn members to civilian personnel: 

 A non-sworn Senior Budget Specialist  was assigned to the Department, 

filling a vacant Senior Management Analyst position. 

 The Lieutenant who m anaged the Department’s com puter systems in the 

Information Technology Department was replaced by a civilian. 
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 The Sergeant in charge of Crim e Scene Unit has been replaced with a 

non-sworn Crime Scene Supervisor. 

The audit also reviewed police departments in 16 cities and found that there were 

sworn Information Technology managers or staff in only three of them. The audit  

(City of Berkeley, 2005:32) noted: “The Chief of one of the three cities with sworn 

IT management said that he would probably  civilianiz e the position when the 

incumbent retires ‘because of the skills needed’.” (Emphasis in original). Only two 

of the jurisdictions surveyed had trans ferred control of police information 

technology to a citywide IT Department. As well, standard practice in the U.S. is  

for the Communication Center manager to be a civilian. 

 

The Drivers of Civilianization 

Civilianization has genera lly occurred as part of the movement toward 

professionalism and has been a key com ponent of community polic ing. It is 

widely ac knowledged that having civili ans in key positions in a polic e 

organization enhanc es the general or ganizational env ironment, brings  

specialized expertise, and pr oduces numerous benefits for sworn polic e officers. 

As Forst (2000:24-25) notes, “[I]t has bec ome increasingly clear that civilians  

tend to perform certain spec ialized roles  more effectively than s worn officers, 

who are selected and trai ned as gener alists and then rotated from one 

assignment to the next accordingly.” 

In a presentation to the 1999 annual g eneral meeting and conference of the 

Canadian Association of Police Boards, Inspector Stuart Ruff of the Victoria (BC)  

Police Department stated that civilianization is a viab le alternative that allows  

police administrators to maximiz e resources.   This is particularly  the case in an  

environment where t here are increasing pr essures to control spending while, at 

the same time, the demands on police services and the need for specialization in 

police organizations are both increasin g. According to Inspector Ruff, the  

competencies that should be sought when a police department is seeking civilian 
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members are “knowledge, transferable sk ills, communicatio n a nd peop le skills,  

sensitivity to law enforcement issues, credibility, adaptability and shared vision.” 

In a comprehensive review of civilianization in policing, Parrett (1992:X) identified 

a number of change agents driving civilianization in policing. These include: 

1. the increasing costs of police service delivery (sworn police 

officers are an expensive resource); 

2. the gener al pressur es to cont rol expenditures on public 

services; 

3. an emphasis on the requirement for effective and efficient 

management of resources; 

4. pressure on police organizat ions to be sensitiv e to and 

responsive to community needs; 

5. innovations in police technology; 

6. increased functional specialization within the polic e 

organization; 

7. development of an ethos directed towards examining alternative 

service delivery systems. 

 

The Benefits of Civilianization 

Civilianization within pol ice organizations has been  variously viewed as  

supporting the philosophy of  community polic ing (Cr ank, 1989,  Klockars, 1983,  

Oppal, 1994), realizing cost savings ( City of New York, 2002; Loveday, 1989; 

Office of the Auditor General of Canada, 1992), improving the deliver y of 

services (City of Berkeley, 2002; Fraz ier, 2003; Government of Hong Kong , 

2004), and as a way to enhance organiz ational efficiency and effectiveness  

(Drake and Simper, 2001; Jones, et al., 1994).  
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Cost-Savings 

In a report presenting the results of an in -depth study of the operations of the 

Dallas (Texas) Polic e De partment, the researchers (Berkshire Advis ors, Inc:  

2003:X-1) stated that “The primary reason positions should be filled by  civ ilians 

unless a sworn officer is needed to perform the job is that the cost of employing 

sworn officers is much higher than the cost of employing civilians.”  

Civilianization and Community Policing 

Civilianization is, however, much more  than simply an econ omic measure.  

Placing civilianization within the broader philosophy of community policing, Jones 

et al. (1994:166) have noted that “Civilia nization means more than the simple  

transfer of police tasks to civilian st aff, but more generally the increasing 

importance of the civilian element within the organiz ation.” Civilianization can 

thus be viewed as both a managerial practice and as a strategy to remove 

barriers between police and the communities they serve. In a presentation (1999) 

to the Canadian Associat ion of Police Boards, Inspector Irena Lawrenson of  the 

Ontario Provincial Police noted that police services are looking for innovative 

ways to improve service to the public while at the same time being cognizant that 

quality of service is equally as important as cost-savi ngs. Civilianization, she 

noted, is one strategy for accomplishing this. 

Strengthening the Police Organization 

Re-examination of the role of police offi cers and civilians can le ad to increased 

efficiency and effectiveness quite independent  of any direct salary savings. 

Appropriate civilianiz ation can have ec onomic, organiza tional, and operational 

benefits (Addison, 1988:2). Sworn members have an opportunity  to work c losely 

with specially-trained civilians and, in so doing, improve their own skill sets. 

A report (Institute for Law and Justice,  1999:19) prepared for the City of Portland 

and the Portland Police Bureau identified the benefits of increasing the number of 

civilians in the Department: “Increasing the number of qualifi ed civilian positions  

will help the Portland Police Bureau de velop more professionalism in key  
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administrative and technica l positions and will free  up s worn members for 

community policing and problem  solving. Br inging more civilians into the Bureau 

will also help meet the com munity’s concern for more diversity in the 

organization.”  

The report (Institute for Law and Justice,  1999:19) noted that civilians had been 

hired in key administrative and technica l positions, includi ng the Planning and 

Support Division, with positive results:  

Civilianization brings more stabilit y to the position an d a greater 

knowledge of the specialty. The technology in these specialty areas 

changes rapidly…It is  hard to keep up with those changes unles s 

one is  dedicated to the specialty  fiel d…This is not to say that the 

sworn members in those positions have not performed satisfactorily 

in the past. Ho wever, their expertise is in p olicing, not in research, 

data processing, communications,  personnel, financ e, or other 

administrative and technical positions. 

The report (Institute for Law and Justice, 1999:19)  recommended that  the 

Portland Police Bureau “Rev iew and au dit all management, technical, and 

administrative positions to determine wh ich ones could be filled by qualif ied 

civilian specialists”. The key ques tion to guide the position review was “Does this 

job require the authority of a sworn officer?” 

Increasing “Blue on the Street” 

Hiring civ ilians to perform many of t he duties traditionally performed by sworn 

officers also has the potential to put more  “blue on the street”,  that is making 

more police officers available to participat e in front-line, high visibility duties that 

are more c onsistent with their traini ng and experience (H eininger and Urbanek,  

1983, Lee, 1994, Swanson et al, 2005, Wilkerson, 1994). 

Police agencies in the U.K., the U.S. and Canada are increasing their efforts to 

employ more civilians so that savi ngs and efficie ncies can be realiz ed as  

additional sworn officers are freed up fo r operational duties (Jones et al., 1994;  
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Lee, 1994; Maguire et al, 2003).  Wilk erson (1994) has noted that polic e 

departments are facing increasing demands for service and the need to increase 

the number of officers on the street, often within a context of fiscal restraint. One 

solution to  this dilemma is to increas e the number of civ ilian employees.  As 

Wilkerson (1994) noted, “Civi lianization enables mor e sworn police  officers to 

answer service calls  requiring full police powers, while still providing timely  

service for other types of calls.”  

Broadening the Talent Pool 

Civilianization increas es t he number of potential applicant s for positions in the 

police department and provi des an opportunity to access specialized skills and 

expertise. 

Increasing Opportunities for Civilian Members 

An expans ion in the number of civili an positions in a pol ice department will 

provide more opportunity for civilian staff to be promoted to new positions o r to 

transfer laterally to other civilian positions in the department. Th is will contribute 

to retaining civilian employees and ensuring that their expertise an d skill sets wil l 

continue to be available. In addition, there would be more opportunities for lateral 

transfers for civilian members. 

Having civilian pos itions throughout the police organiz ation will provide civilian 

members with the incentive to remain with the department and to aspire to higher 

level civilian positions. There are currently positions in the department occupied 

by civilians who may have an interest to move laterally in the department or the 

skill sets and abilities to advance in the organization. 
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Increasing Diversity in the Police Department 

Civilianization is also a mechanism w hereby women and minor ity groups can be 

integrated into the organization and to  further engage the co mmunity in polic ing 

(Bocklet, 1987, Crank, 1989, Snow, 1989, W ilkerson, 1995). In turn, some of 

these civilians may apply to bec ome sworn officers, thus enhancing the agency’s 

ability to reflect the community it serves. 

Increasing Productivity 

The City of  San Francisco Office of the Budget Analyst (1998) has argued that 

“Hiring civ ilian employees wit h educat ional back grounds, experience and 

expertise in functions currently being performed by sworn personnel, who do not  

typically have the s ame level of ex pertise in these areas, would im prove 

productivity.”  

Increasing Continuity and Consistency 

Many sworn police officers lack  specialist training and credent ials and are of ten 

transferred between sections every few year s. To this end, c ivilianization is  

viewed as a strategy to improve polic e effectiveness, productivity, efficiency, and 

continuity of knowledge (Addison, 1998,  City of Berkeley, 2002, Drake and 

Simper, 2001).  

In the typical police department, swor n members are moved between pos itions 

on a frequent basis , either due to promot ions or within the guidelines o f 

departmental tenure polic ies. The implementation of t he “tenure” policy at the 

VPD in 2 005 will likely improve the effectiveness  and efficiency of p olice 

operations. The new policy will bring c onsistency and continuity  by preventing 

officers from remaining in spec ialized pos itions (other than patrol and a few 

specialized units) for more than five y ears (see Appendix C for the VPD Tenur e 

Policy). With the increasing specialization of  certain polic e functi ons, it is likely  

that highly -trained civilians  will have more appropriate skills, knowledge,  and  

experience for certain positions in the department. 
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The Challenges to Civilianization 

Despite the myriad of potential benefits, civilianization has  been a c ontentious 

issue in policing and r aises fundamental questions ab out the nat ure of policing 

and police work, the activities that are most appropriately carried out by sworn 

police officers, and the overall r esponsibilities of a police servic e (Her Majesty’s 

Inspectorate of Constabulary, 2004). A report (PricewaterhouseCoopers , 

2001:44) found that t he propor tion of swor n personnel as a per centage of  total 

police employees  in Canada has remained  at approximately 74 per cent since 

1986 as compared to 82 per cent in 1962. This suggests that there are 

challenges in increasing the c ivilian presence in police departments. These 

include organizational resistance to chan ge and a perceived loss  of control by  

the police. As Frazier (2003:12) notes: 

[T]he success of any initiative to  increase the number s and role of 

civilians in a police department is predicated upon an organizational 

philosophy which will not only  accept and support the decision but, 

more importantly, a culture wil ling to  relinquis h managerial 

oversight of these positions to a non-sworn supervisory chain of 

command. It is generally  the la tter, transition to civilian 

management, to whic h many agencies  are unwilling, or unable, to 

commit. 

In her presentation to t he Canadian Ass ociation of Police Boards (CAPB),  

Inspector Lawrenson ( 1999:1) noted that  many challe nges arose throughout the 

civilianization proces s in the Ontario Provincial Police (OPP), including pay  

issues, staff turnover, morale/career advancement, flexibilit y of 

resources/deployment and the bargaining unit. In particular, she noted that, 

although municipalities and polic e services may view civilianization as a means  

to control c osts, civilians may, and o ften do, demand pay equal to that of sworn 

officers. In such a case, there is very li ttle incentive to civili anize a position as a 

cost-cutting measure. Lawrenson also stated to the CAPB that the OPP has  
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made an on-going commitment to review vacancies and new po sitions as t hey 

arise to determine whether positions should be classified as civilian. 

A review of the publis hed literature and the experiences of police departments in 

North American indic ate that there have been chall enges to increasing the 

civilian component of police departments beyond the traditional role of volunteers 

and clerical support. These include, but certainly are not limited to, the following: 

Organizational Resistance  

Inspector Stuart Ruff of the Victoria (BC) Police Department has pointed out that, 

in order for civilianization to be successful, there must be a commitment from the 

rank and file, senior management and the po lice board. In addition, the lines of 

responsibility and reporting between s worn and c ivilian members must be clear  

to everyone within the organiz ation. As previously noted, the senior executive of 

the VPD is strongly  committed to an acti ve polic y of civ ilianization in the 

Department. 

A frequently-express ed concer n among s enior police exec utives is that 

civilianization will res ult in the loss of sworn pos itions. Among the general 

principles of civilianiz ation is that an in crease in the number of civilians s hould 

not, in itself, affect the determination of  the authorized sworn strength of a police 

department. 

Opposition from Police Unions and Associations 

There is concern that any e fforts to increase the numbers  of civilians in a po lice 

department will meet wit h resistance from police un ions and associations. T his, 

however, has not generally been the exper ience of police departments in North 

America or in the United Kingdom (U.K.). With assurances that the staffing levels 

of sworn members are not dire ctly tied to the number of civ ilian pos itions in  a 

department, police unions and associations  are likely  to view the additio n of 

specially-trained c ivilians as contributing to the ov erall quality  of the police 

workplace and as a benefit to sworn mem bers who have an opportunity to work 

with these civilians. 
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The Need for Police Officer Expertise and Experience 

Critics of civilianization ar gue that the majority of insi de positions within a p olice 

organization are best performed by pers ons with polic e experience and training 

(Crank, 1989). It is further argued that ci vilians lac k suffici ent training and 

expertise. Howev er, it is often pointed out  that this is not the case in other 

professions. As one police administrator  (cited in Snow, 1989: 60) stated, “You 

don’t have to be a pilot to be an air-traffic controller. ” Another counter argument 

is that the extens ive t raining undertaken by  police offi cers equips them to work 

effectively on the frontline, not  in “f inance, general administration or human 

resource development or management” (PricewaterhouseCoopers, 2001:45).  

The success of specially-trained civilians  in police forces across North America 

and in the U.K. suggests that concerns  that civilians are unable to fully  

comprehend the culture of  policing and meet the uni que demands that are made 

on police departments are lar gely unfounded. That said, it is important to 

carefully consider the professional and pe rsonal attributes of potential civ ilian 

employees to ensure that t hey have the requis ite skills sets to  work in highly  

demanding organizational and community environments.  

Civilianization as a Threat to Officer Job Security and Promotion 
Opportunities 

Some individua ls an d professional assoc iations cla im that civilian ization is a  

threat to police job security. However, there is no research evidence to support 

the belief that civilianization leads to an erosion in police  officer job security  or a 

reduction in ranks (Crank, 1989; Hein inger and Urbanek, 1983; Her Majesty’s  

Inspectorate of Constabulary, 2004). Concerns about civilians negatively  

impacting the potential for career dev elopment have proven to be unfounded.  

Sworn officers are unlike ly to have the requis ite expertise to fill many of  the 

positions that are occupied by specially-trained civilians. And, in many sections in 

police departments, there are mixed teams of sworn members and c ivilians, 
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preserving opportunities for police officers to  move l aterally or vertically in the 

organization. 

Civilianization as a Precursor to Privatization of Policing 

Critics of civilianization have warned that it could “begin to take on the features of 

a Trojan horse by being, in effect, t he first stage of  a process  in which the 

ultimate destination is privatization” (Loveday, 1989:94). Although there has been 

an exponential growth in private security forces in North America, these serv ices 

focus primarily on property-related issues . Public police maintain a monopoly on 

public safety and s ecurity and there is nothi ng to suggest that this will change in 

the coming years. 

Civilianization and Collective Bargaining Agreements 

While an assessment of whet her any one position in a police department should 

be identified as  a sworn or civilian position c an be based on established 

protocols, there may be factors specific to each individual police department, e.g. 

collective agreements that pr ohibit c ertain pos itions from being subjected to 

civilianization. The experience in many  pol ice departments i s that a creati ve 

approach to civilianiz ation on the part of the police management and union 

provides opportunities to enhance t he overall quality of the department and 

workplace. 

Civilianization and Statutory Requirements 

There are certain positions in a police department that require that the incumbent 

have the powers of a sworn polic e officer. The experience of police departments  

is that these issues can be address ed on a position-by-pos ition basis. Where 

there are statutory requirem ents for the incumbent in the posit ion to hav e the 

peace officer powers, this can be noted. In other inst ances, the job description 

may be altered.  
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The Need to Have Sufficient Numbers of Sworn Officers to Respond 
to Large-Scale Events 

An additional c oncern that has  been rais ed regarding civ ilianization is that the 

department retains a sufficient number of officers to respond to large scale 

events. While all police or ganizations must ensure t hat there are sufficient  

numbers of officers available to be deployed, there is no evidence from the police 

literature that civilianiza tion has  negatively  affected the ability to deploy s worn 

officers. As the majority of personnel in the police departm ent will always  be 

sworn officers, effective deployment and adequate staffing, rather than 

civilianization, would seem to be the primary issue.  

The Duty of the Department to Accommodate Officers 

Discussions of civilia nization often incl ude the issue of “accommodation” - the  

requirement of a polic e department to provide pos itions for sworn police officers 

who, for whatever reason (e.g. medical)  must be assigned to light duties. The 

Report of the Citizen’s Budget Commission  in New York ( 2002:vii) noted that: 

“Efforts at civilianization hav e often failed because police le aders want to keep a 

substantial number of assignments with limited risk available to officers as a type 

of reward or as a temporary assignmen t.” The need for acco mmodation includes 

the requirement that the accommodation position be one of  substance and not of 

the “make work” variety. There is the oft en-expressed concern that, as a result of 

civilianization, positions will no longer be availabl e to accommodate light-duty 

officers. 

Civilianization, however, is an assessment and classification of a position, not the 

staffing of it. In other words, while a p osition can be identif ied as one best fille d 

by a civilian, a sworn officer on light duties can still fill the position on a temporary 

basis. All polic e agencies face the iss ue of accom modation, and this  fact of 

organizational life has not prevented many departments from  implementing a 

proactive civilianization policy. 
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The Need for Developmental Positions for Sworn Officers 

Developmental positions are a key co mponent of  career planning and of 

leadership succession in police departm ents. There are concerns that  

civilianizing positions will reduce the number of developmental positions available 

for sworn members. However, in most instances, sections where there has been 

increasing civilianization have resulted in mixed team s of sworn officers and 

civilians. T his is currently the sit uation in the VPD Pl anning and Researc h 

Section, where two Sergeant s, who are in developmental pos itions, wor k with 

specially-trained civ ilians. These officers also bring sk ills and experience that is  

crucial to the work that is being done in the section. In some i nstances, it is 

unlikely that a sworn member would hav e the requisite skill s et to meet the 

requirements of the position occ upied by a specially-trained civ ilian. A beneficial 

attribute of a developmental position is  providing the sworn member with the 

opportunity to collaborate with highly-skilled civilians. 

Recruiting and Retaining Civilian Staff 

Concerns are often expresse d that  police departments will have difficulty 

recruiting, and retaining, highly-skilled civilians in specialized positions. There are 

a number of initiatives, however , that c an be taken to increase the retention of  

civilian staff, including articulated career progression stages, access to in-service 

training opportunities, and opportunities for lateral or  vertical movement within 

the department. Similarly, remuneration t hat is commensurate with specialize d 

knowledge and skills  will reduc e staff turnover. Of equal importance is the 

development of an organizati onal culture within the po lice department in which 

civilian members are able to work seamlessly with sworn members and hav e 

their contributions recognized and valued by the organization.  
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Fiscal Savings 

Generally speaking, polic e officers rece ive higher pa y and ben efits than c ivilian 

staff (Forst, 2000). Additionally,  there ar e higher cost s associat ed with training 

and equipping a police officer. Civilians tend to arrive in a specialist position with 

established skill sets. Howev er, although a primary driving force in civilianization 

in policing is the effort to reduce polic ing costs, there is no certainty that 

civilianizing positio ns curr ently performed by sworn m embers will result in cost  

savings in every instance. As the author s (City of B erkeley, 2005:18) stated:  

“[R]eplacing sworn member s with non-sworn members can free up substantia l 

resources, since the cost of sal aries and benefits for officers are substantially  

higher than the cost of ot her employees. However, for certain highly-specialized 

positions (e.g. crime analyst), the cost to  recruit, and retain, such expertise may 

exceed that of a sworn member.” 

Much depends upon t he spec ific position th at is being  re-classified from sworn 

police officer to civilian. For example,  re-classifying the position of head of a 

planning and research unit will r equire the police department to compete on the 

open lab our market for a person with  specializ ed skills,  expertise , and 

experience. To recruit and retain a perso n with these credential s may cost more 

initially, an d goin g forward, than filli ng the position wit h a sworn member on a  

rotating basis. The same may hold true for a civilian doing motor vehicle accident  

investigations or reconstruction. A gain though, that indiv idual may be more 

capable in the position than a polic e offi cer who may transfer in two to three 

years. 

The experience of police departments genera lly is  that civilianizing pos itions 

results in cost savings. On an annualized ba sis, civilianizing 104 positions in the 

Toronto Police Service between 1994 and 2005 resu lted in a $1.97 million dollar  

savings to the Service, or an average savi ngs of $19,000 per pos ition. Only four  

of the 104 positions r esulted in a higher salary being paid to the civilian than the 

officer originally performing the same dut y (City of Toronto, Budget Advis ory 

Committee, 2005). 
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The majority (N=52) of the civilianized pos itions were in the Court Services and 

Traffic Services area s (N=21). Additio nal areas in which positio ns were civiliz ed 

were Intelligence, Freedom of Informati on, Occupational Health and Safety, 

Human Resources, and Traini ng and Educ ation, among ot hers (City of Toronto, 

Budget Advisory Committee, 2005). 

Civilian Concerns 

Civilians as well may be wary of increased civilianization in police departments. A 

recent Canadian report (Pricewaterhous eCoopers, 2001:45) f ound that civilians  

expressed “concerns over perceived  differences in pay, promotional 

opportunities and status bet ween civilians and polic e officers. The absenc e of a 

defined c areer structure, official rec ognition, access  to  ongoin g professional 

development opportunities, coupled with a perceived lack of respect from sworn 

officers, may result in civilians in pol ice organizations viewin g their position as 

“one of the major white-collar ghettos in the public sector” (Loveday, 1989, p. 88). 

However, this perceiv ed lack of respect can be overcome as civilians assume 

more complex and demanding positions that are correspondingly associated with 

higher levels of prestige within the organization. 

 

A Survey of Civilianization in Selected North American 
Police Departments 

One component of the present study was a telephone survey of selected urban 

police departments in Canada and the U.S. Information was gathered on the ratio 

of civilian to police members, examples of civilian positions tradit ionally filled by  

sworn members, the role of civ ilian members as executive and senior managers, 

and each department’s policy on civilianiz ation. Information was gathered from  

the Edmonton Police Service, the Cal gary Police Service,  the Regina Police 

Service, the Winnipeg Police Service, the Toronto Police Service, the Ottawa 

Police Service, the Waterloo Regional Po lice Service, the Niagara Regiona l 

Police Service, the Ontario Provincial Po lice, the San Bernardino (CA) Sheriff’s 
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Department, and the San Diego (CA) Sheriff’s Department. See Appendix D for a 

list of police officials who were contacted. The results of the survey are presented 

in Appendix E. 

The findings of this survey indicate that: 

1. Civilians are fillin g a wide variet y of positions in Nor th American polic e 

departments that were traditionally occupied by sworn police officers, 

including: 

 media relations, crime scene invest igation, AFIS ( Edmonton Police 

Service, San Bernardino (CA) Sheriff’s Department) ; 

 fleet facilities, human resources, financial ser vices, records 

management (Regina Police Service); 

 latent fingerprint technicians (Cal gary Police Service, San Diego ( CA) 

Sheriff’s Department); 

 media relations unit (Toronto Police Service); 

 firearms officers (Ottawa Police Service); 

 forensic video analy sts and forens ic evidence technicians (Niagara 

Regional Police Service, San Bernar dino ( CA) Sheriff’s Department, 

San Diego (CA) Sheriff’s Department); 

 traffic investigators (San Bernardino (CA) Sheriff’s Department); 

 burglary investigation (investigated until identification of suspect and 

then turned over to sworn members;  San Bernardino (CA) Sheriff’s 

Department). 

 

2. In many police depar tments, there are “mixed” units composed of sworn 

and civilian members, including: 

 Crime Scene and Criminal History Unit (Edmonton Police Service, 

Waterloo Regional Police Service); 

 Forensic Analysis (Ontario Provincial Police); 

 Human Resources (Winnipeg Police Service); 

 Planning, Audit and Accreditation (Niagara Regional Police Service). 

 



 50  

3. There are civilians in executive and senior management positions in North 

American police departments, including: 

 Finance, infrastructure and supply services (Edmonton Police Service; 

Ottawa Police Service; Ontario Provincial Police); 

 Administrative Services (Edmonton Police Service); 

 Fleet and f acilities (Calgary Poli ce Service; Niagara Regional Polic e 

Service); 

 Finance, I nformation Systems, P ublic Affairs, Human Resources 

(Winnipeg Polic e Ser vice; Waterloo Regional Police Service; Niagara 

Regional Police Service; San Bernardino (CA) Sheriff’s Department); 

 Forensic Crime Lab ( San Bernardi no (CA) Sheriff’s Department; San 

Diego (CA) Sheriff’s Department); 

 IT (Ottawa Police S ervice; Waterloo Regional Police Service; Niagara 

Regional Polic e Service; Ontario Pr ovincial Police;  San Bernardino 

(CA) Sheriff’s Department; San Diego (CA) Sheriff’s Department). 

 

4. There are polic e depa rtments with sworn member s in charge of mixed 

sworn/civilian units: 

 IT, HR, Research and Development (Edmonton Police Service; Ottawa 

Police Service). 

 

5. There are polic e depar tments in which s worn members report to civilian 

managers (Ontario Provincial Police). 

 

It should be noted that the VPD currently has  civilians working in many of the 

positions and units mentioned above. 

Significantly, none of the Ca nadian or U.S. polic e departments surveyed for the 

project had a formal  policy on civilianizat ion. The present project provides an 

opportunity for the V ancouver Polic e De partment to assume a lead r ole in 

formulating and implementing a formal policy  on civili anization t hat will be 

considered to be a best practice. 
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The Criteria for Classifying a Position as Sworn or 
Civilian 

Police departments that have taken a systematic approach to civilianization have 

primarily utilized a b asic macro-level approach to position class ification. Rather 

than scrutinize the s pecific duties and  tasks of a position, t he pos ition is  

challenged by a series of core questions. In  a review of civilian ization in Britain, 

the U.S., Australia and Ne w Z ealand, Parrett (1992)  identified a number of 

common guiding principles  that have been used to dete rmine whether a specific  

position should be classified as sworn or civilian: 

 the exercise of police powers; 

 the requirement for police training, experience and skills; 

 the need to provide both career  development opportunities and 

for officers to acqu ire admin istrative skills. Bala ncing this  

against cost factors and the career needs of civilians; 

 the need to contain any risk of disruption from industrial action 

by civilian personnel; 

 the ability  to recruit civilians  in sufficient numbers, and of  

sufficient calibre, to fill the post s designat ed as suitable for 

substitution; 

 the availability of ci vilian personnel to carry out the tasks  

required outside of normal working hours; 

 the need to accommodate officers unable to undertake 

operational duties; 

 in general terms, civilian num bers should not be incr eased at  

the expense of the sworn establishment. 

To date, there have been a number of studies  of civilianization in North American 

police departments. The st udies proposed criteria used to as sess whet her a 

position is most appropriately classified as sworn or civilian. 
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Ontario Provincial Police Study 

In 1990, the OPP undertook a review of  all uniform positions at its General 

Headquarters. The review criteria consisted of the following questions: 

1. Is there a need for police powers of arrest? 

2. Is there a legislated requirement for a police officer to fill the position? 

3. Is there a need for a firearm when ca rrying out the duties of the position? 

And, 

4. Is polic e t raining and experience critical to the p erformance of the 

unit/function? 

Additional issues that we re cons idered in the civ ilianization study conducted by  

the OPP was the need to accom modate pol ice officers  who have been injur ed, 

are seriously ill, or pregnant. It was also acknowledged that there was a need t o 

reserve police positions for developmental purposes and for there to be sufficient  

numbers of police officers available to respond to emergency situations. 

New York City Police Department  

A study of the NYPD employed slightly different, but similar questions: 

1. Does the  position  in volve law enforcement duties,  including the 

power of arrest and the use of force? 

2. Does the position require the sp ecial sk ills of a trained uniformed 

officer with police experience? 

3. Does the position require a uni formed officer because of a statute 

or regulation? 

4. Does the position require a un iformed officer because a c ivilian 

union contract precludes a civilian from working in that capacity or 

those designated hours? (City of New York, 2002, p. 13). 

The New York study also considered whether there would be benefits to having a 

mix of civilian and sworn personnel performing complementary duties in a unit.  
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Kansas City (MO) Police Department Study 

In a study (Funkhouser, 1998) of civili anization in the Kans as City Police 

Department, the determination of whether a position in the Department should be 

designated as s worn or civ ilian was  bas ed on a s eries of twenty-one “doing 

statements involving the use of arrest  powers, protection of life and property, 

maintenance of law and order, invest igation of c rimes, and use of force 

necessary to carry o ut tasks” (Funkhous er, 1998:35). If a prep onderance of  

activities required police authorities, t hen the pos ition was i dentified as a s worn 

position. T his approach was supported by  a report (Narr, 1996:2) prepared for 

Police Executive Research Forum which stated that “…by evaluating all the tasks 

encompassed by a position and identifying those that do and those that do not 

require arrest powers, protection against personal risk, or protection of others 

from risk, opportunities for civilianization become more clear.” 

The Dallas (TX) Police Department Study 

Perhaps the most comprehensive published report on the civilian/sworn analysis  

of positions was  done in the Dallas Police Department (Berkshire Advisors, Inc, 

2004). In this study, the position was ta ken that “police department positions  

should be filled by civilians unles s an a ffirmative case can be made that sw orn 

officers are needed” (Berkshire Advisors, Inc., 2004: X-1), the rationale being that 

the cost of utilizing sworn officers wa s much high er than civilian staff. The 

framework used to assess what positions should be filled by sworn officers and 

what positions should  be filled b y civilians assumes that an affirmative case for 

assigning a position to a sworn officer can be made under three conditions: 

 The position requires the law enforcement power s of a sworn 

officer. 

 The skills, t raining and experience of a sworn officer are needed t o 

effectively perform the job duties. 

 The skills,  training and exp erience of a sworn officer are not 

required to effectively perform the job but assigning the position t o 
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a sworn officer is beneficial to citizens and/or the department and 

the value of these benefits outweigh the costs. 

It was also stated in the report that when an unambiguous case for assigning a 

sworn officer to fill a position cannot be made it may nonetheless be beneficial for 

the function to be assigned t o a s worn officer. Three factors should be 

considered when making this determination: 

 Credibility: assign ing a sworn of ficer to fill a position provides th e 

credibility needed to effectivel y perform the position’s  job 

responsibilities. For example, while civilians could potentially work  

in the recruiting section of a po lice department, they may not be as 

effective as a sworn police officer given that prospective recruits will 

want to discuss police work and a potential career in polic ing with a 

person who has served as a police officer (p. X-2). 

 Operational knowledge and experience: “For some functions, the 

operational knowledge and perspective of a sworn officer is help ful 

in performing job duties. However, the need for  operational 

knowledge and expertise should only provide the rationale for  

assigning the function to a sworn officer if the need for this  

knowledge and pers pective is cons istent and frequent and if the 

negative consequences that result from not having this knowledge 

and perspective if s ufficiently se vere that the additional c osts 

associated with assigning a s worn officer to the position are 

warranted” (pp. X-2, X-3). 

 Leadership development (p. X-3). 

 

Not withstanding the above, the authors of  the Dallas  report, which used cost  

savings as  a primary motivation for civili anization, as serted th at the “estimated 

benefits associated with assigning a sworn officer to the position should outweigh 

the estimated costs” (p. X-2). In empl oying this framework of assessment, the 

authors identified 179 positions within the Dallas Police Department that could be 



 55  

civilianized. In contrast, an internal review by the Department identified 36 

positions as candidates for civilianization. 

Interestingly, none of the studies revi ewed assigned a given weig ht to eac h 

question posed; however, the “turnkey” qu estion in these studies is whether or 

not police powers are required t o successfully perform in a give n position. While 

there are no published criteria for determini ng the potential for c ivilianization of a 

position in the U.K., the pr evailing belief is  that pol ice “should not be regularly 

employed on tasks which did not require police powers, training or experience” 

(Jones et al, 1994:170). 

 

The Project Method 

The present project involved as sessing all of  the sw orn and civilian positions in 

the VPD with the exc eption of uniform ed patrol and clerical sup port. This was  

accomplished by  cons tructing a decision m aking tree that was applied to each 

position to determine whether the position was most appropriately classified as  

sworn or c ivilian. The assessment was pe rformed via interviews with sworn and 

civilian managers about the positions unde r their span of cont rol and by  an 

independent analysis  of swor n and civilian positions  provided by VPD Human 

Resources Section. 

 

The Decision Making Tree 

A review of previous studies of civilian ization revealed some variability in the 

number of questions  that we re asked about each pos ition under review. While 

the OPP study used four questions, the Dallas Management and Efficiency Study 

asked 12 questions. The key  themes, however, are similar ac ross all of the 

studies. As  previously  noted, however, one  difficulty with the previous studies  

was that there was no weight ing of the responses. A review of how each position 

in the Dallas study was assessed, for ex ample, does not reveal any clear patt ern 

of the number of “yes” responses that were  required in order for a position to be 



 56  

classified as sworn or ci vilian. A telephone discussion with the le ad investigator 

in that study revealed t hat no weighting was  used and that the final assessm ent 

was made based on a preponderance of “Yes” or “No” responses. 

To provide consistency and to r educe this  type of ambiguity,  the present study 

used three questions that were arranged in a decision making tree format. That 

is, an initial “turnkey” question wa s ask ed, and then, depending upon the 

response to this question, a subsequent ques tion was either asked or not asked. 

This procedure was  followed for each of  the three questions in the dec ision 

making tree. 

The three questions that composed the decision making tree for the present  

project were: 

1. Does the position require law enforc ement powers? (i.e. powers of arrest,  

use of force, statutory requirement, carrying a firearm) 

2. Are the skills, training , experience, or  credibility of a sworn polic e officer 

required to fulfill the duties of the position? 

3. Can the r equirements of the positi on b e fulfille d by  a specially-trained 

civilian? 

These questions are sequential and the response to the first question determined 

whether the second question was asked,  and then, the response to the second 

question determined whether the third and final qu estion was  asked of the 

respondent. The res pondents were also a sked if they had any additiona l 

comments regarding the positio ns under their span of c ontrol. A copy of the 

interview survey form is attached in Appendix F. 

Note that, while the focus of the study was civilianiz ation, the decision making 

tree provided for the possib ility that a position that was currently occupied by a  

civilian could be re-classified as  a sworn position. Respondents were also as ked 

to provide any additional comments on specific pos itions and the basis of their  

response to the questions. 
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The Interviews  

The list of sworn and ci vilian members interviewed in the  Department is 

presented in Appendix G. The respondent s ample included 22 Inspectors in the 

Department, including the District Commanders. The remaining eleven 

Inspectors that were not interviewed are either Administrative Inspectors or in 

Duty Offic er positions. As well, there is one Quality Assurance Inspector who 

reports directly to the Chief Constable.  There are also currently two seconded 

Inspectors, one for the Olympics and the ot her to the Criminal Intelligence 

Section of  British Columbia ( CISBC). In addition, the four Deputy Chief 

Constables, and the Chief Cons table were  interviewed. The DCCs were asked 

about the Inspector and civilian manager positions under their span of control. As 

well, all c ivilian managers wer e interv iewed. The list of sworn and civ ilian 

members interviewed in the Departm ent is presented in Appendix G. The 

respondent sample included 22 Inspecto rs in the Department, including the 

District Commanders. The remaining eleven Inspectors that were not interviewed 

are either Administrative Inspectors or in  Duty Officer positions. As well, there is 

one Qualit y Assurance Inspector who reports  directly to the Chief Constable. 

There are also currently two sec onded Inspectors, one for the Olympics and the 

other to the Criminal Intelligence Sect ion of Britis h Co lumbia (CISBC) . In 

addition, the four Deputy Chief Consta bles, and the Chief Constable were 

interviewed. The DCCs were asked about  the Inspector and civilian manager 

positions under their span of  control. As well, all civilian managers wer e 

interviewed.  

In addition, at the direction of the St eering Committee, the General Manager  of 

Human Resources for the City of Vancou ver was interviewed with respect to the 

sworn officer positions in the VPD Hu man Resourc es Section. The General 

Manager has extensiv e experience and expert ise in Human Res ource issues in 

Vancouver (spanning nearly three dec ades) and has also  had ongoing contact  

with the VPD on Human Resource issues. It  should be noted that this individu al 

was the only person interviewed  who was not  a sworn or civilia n member of the 
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VPD and also who did not have the positions being assessed under his/her direct 

span of responsibility.  

Respondents were queried a bout each posit ion under t heir span of control. For 

the General Manager of Hu man Resourc es for the City of Vancouver, the 

position descriptions for sworn officers in the VPD HR section wer e provided and 

he was as ked to provide his assessment  of whether the position was most 

appropriately sworn or civilian b y res ponding to the questions in the decisio n 

making tree. The interviews wer e generally  conducted by a two- person team, 

composed of one of the Sergeants on the Project Team and th e senior project 

consultant, or a member of the project consultant’s team. 

The first question asked was: “Does t he position require law enforcement  

powers? (i.e. powers of arrest, use of force, statutory requirement, carryi ng a 

firearm). If the response to the ques tion was “Yes”, t hen the position was  

classified as “Sworn.” If the response to the question wa s “No”, then the second 

question in the dec ision mak ing tree was asked:  “Are the skills, trainin g, 

experience or credibility of a sworn polic e officer required to fulfill the duties of 

the position?” If the respons e to the question was “Yes”, then the position was  

classified as “Sworn.” If the respons e to the question was “No”, then a third 

question was asked: “Can the requirement s of the position be fulfille d by  a 

specially-trained civ ilian?” If the respons e to the question was “Yes”, then the 

position was classified as civilian.  

For each response, the person intervie wed was ask ed to elaborate and to 

provide comments to support their respon se. In some instances (as will be 

described below), the Proj ect Team found the ratio nale for the respondent’s  

comments about a particular pos ition to be insufficient. Th is resulted in several 

instances in which the Project Team “overrode” the view of the respondent, albeit 

for reasons that are articulated in the materials on the position in question. 

 



 59  

The Independent Assessment 

An independent assessment was conducted of each sw orn and civilian pos ition 

(with the exception of  patro l and clerical support) by a person with expertise in 

policing. The assessor was provided with a position description, as maintained in 

the VPD Human Res ources Section, for ea ch sworn and civili an position in the 

Department, with the exception of patro l and clerical support positions. Each 

position was assessed utilizing the same decision making tree and questions that 

were used for the interview-based asse ssment. The results were recorded on a 

grid.  

 

Results of the Position Assessments  

A unique feature, and strength, of the pr esent pr oject is that two sep arate 

analyses were conducted of the s worn and c ivilian positions in the VPD: one via 

interviews with senior  sworn and civ ilian managers about the positions  under 

their span of control, and the other via an independent assessment by a policing 

expert using the sworn and civilian position descriptions provided by VPD Human 

Resources Section. 

The responses of the Inspectors, civilian managers, Deputy Chiefs, and the Chief 

Constable are summarized in Appendix Q. Th is includes selected comments that 

were offered by each respondent about the specific position under consideration. 

A review of  the classifications comp iled by t he interview-based assessment and 

the independent assessment reveals that there was agreement between the t wo 

methods on a number of positions and  disagreement on other positions. 

Interestingly, it is noted that the inte rview-based ass essment resulted in more 

sworn positions being re-clas sified as civilian t han in the independent  

assessment. This dispels any  concerns t hat there would be a hesitancy on the 

part of the VPD to objectively  assess th e potential for civilianization in the 

Department.  
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In those cases where there was a discrepancy between the two assessments, 

the Project Team gat hered additional information on t he specific position and 

made a final recommendation based on t he position functions and the entire 

organizational context. Recall t hat the independent assessor had only  the 

position descriptions provided by the Human Resources Section. 

  

The Positions and Recommendations 

The findings from the two assess ments indicate that, at the pres ent time, ther e 

are 19 sworn officers occupying 11 different  types of positions in the VPD that 

can be filled by specially-trained civilians. This total includes: 

 2 Inspectors 

 1 Corporal (WSE - while so employed) 

 16 Constables 

Following are the positions  about whic h there was agreement (consensus) 

between the independent assessor and the in terview-based assessment that the 

position should be re- classified as civilian.  Also included are the positions where 

there was a discrepancy in the determination of whet her the position was most  

appropriately class ified as s worn or ci vilian. As well, the Project Team’s 

recommendation with respect to the posit ion is pres ented. The positions and 

attendant recommendations are categorized by division. 

The pos ition descriptions for thos e positions where recommended for 

civilianization and for those where t here was a disc repancy between the two 

assessments are included in Appendix H. 
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Operations Support Division 

Position: Constable, Youth Referral Coordinator (consensus) 

Both the independent asses sment and the interview-bas ed asses sment 

reclassified this position from sworn to civilian.  

The Constable working as the Youth Re ferral Coor dinator rev iews c ases and 

assesses the eligibilit y and suitability of  young persons in accordance with the 

criteria set out in the YCJ A for t he purpose of pre-charge referral to an 

appropriate agency. T his person maintains  the information received by ser vice 

providers, updates the Police Record s Information Managem ent Environment 

(PRIME), liaises  with the various community and provincial agencies and 

provides members with the appropriate referral information. 

The job functions currently include: 

 Developing Memorandums of Under standing (MOUs) with community 

service providers. 

 Screening all VPD cases referr ed by members and forwarding the 

appropriate information to service provider. 

 Maintaining adequate records of referred cases and updating PRIME. 

 Continually liaising with community service providers, regional groups, and 

appropriate provincial bodies. 

 Ensuring that all computer and har d-copy informati on is up to date and 

accurate. 

 Providing continual information (thr ough training) to members regarding 

the referral process. 

 

The Inspec tor in charge of this position stated in the interview that the position 

would be enhanced if it were occupied by  a specially-trained civilian. In the 

Inspector’s view, a  civilian would bring additional valuable skills, knowledge, and 

abilities to the position. 
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Recommendation: That the position of Constabl e, Youth Ref erral Coordinator 

position be civilianized. 

 

Support Services Division 

Position: Inspector, Planning and Research Section (consensus) 

Both the independent asses sment and the interview-bas ed asses sment 

reclassified this position from sworn to civilian. 

The Inspector in charge of the Pla nning and Research Section (P&R) is  

responsible for the oversight and manag ement of twelve fulltime employees, 

including a mix of sworn police officers  and highly  trained  civ ilian analyst s. In 

addition, this group includes  the VPD Operational  Legal Advisor.  As a Section , 

P&R is  responsible for the Strategic Plan of the VP D, and the Regulations and 

Procedures Manual. P&R is t he clearinghouse for all or ganizational change, and 

the coordination and managem ent of this change is  administered through this 

office. 

In addition, the Inspector in charge of P&R is responsible for all of the statistical 

reporting and social science research  for the VPD, including research 

assignments directly for the Executiv e, along with public reporting of crime 

statistics and community policing data. 

The job functions currently include: 

 Strategic Planning: Ov erseeing the ongoing dev elopment of the VPD 

Strategic Plan, inc luding the ongoi ng monitoring of pr ogress against pre-

defined measurement criter ia, the continued involv ement of line staff and 

the community in the proces ses, and updated goal setting for the 

organization. 

 Benchmarking and Performance Measurement: On an organ izational 

level, defining the key performance indicators for the VPD, in relation to its 

Strategic Plan. Includes the on-going  measurement of performance, and 



 63  

regular reporting to the Executive and the Police Board on progress, areas 

of improvement, and areas requiring improvement. 

 Establishing controls for file management and servic e delivery to other  

Sections of the VPD, and  the Executive. Conducti ng periodic audits of  

internal processes to ensure objectives are met. 

 Responsible for the Book and Public ations Budget line item for the entir e 

Department. Overseei ng organiz ational spending in this area, in cluding 

the maintenance of  the Departmental  library, approving public ation 

expenditures, and regular variance reporting to the Finance Section. 

 Reports to City Counc il and the Police Board: Responsible for review and 

approval of all Departmental Reports to City Council. P&R serves as the 

central repository of organizational  change and corpor ate history. 

Ensuring that the Department is consistently represented with City Council 

in its reporting processes. 

 Overseeing the work of the VPD O perational Legal Advisor, who reports 

directly to Legal Services with the City of Vancouver. 

 Policy and Procedure Review: Over seeing all policy and procedural 

change for the Department. Central clearinghouse for all policy 

development, including business process changes , legal rev iews and 

procedural amendments. Overseeing al l Service and Policy complaints, 

characterized from the Office of the Police Complaint Com missioner 

(OPCC), resulting in policy review for improved business processes. 

 Impact Assessment for Change: Pe rforming impact assessments from 

court decisions, legislative cha nges and procedural and technological 

advances that may have an impact on the day-to-day operations of our  

employees. Overseeing policy and proc edure changes that stem from  

those external driv ers, and frequent ly oversees the change management  

process through the implementation of recommended changes. 

The Planning and Research Sec tion has historically been m anaged by a sworn 

officer. However, in the 1990s, the Department employed a civilian manager with 

a PhD and very good credentials . Unfortunately, due to a variety of  reasons, the 
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civilian did not remain in the positio n and left the Department. Upon her  

departure, the VPD reverted back to a sworn manager. 

The Deputy Chief Constable in  charge of this section st ated in the interview that 

it may be possib le to  fill the  po sition wit h a civ ilian if the rig ht person were 

developed for the position. However, he also noted that this would be a very  

high-level civilian position and that it would require the ci vilian to spend a 

considerable period of time in the pos ition in order to develop the requisite 

knowledge and skills . His view, therefore, was that it would be preferable to 

develop and mentor a person internally for the position. The Chief Constable also 

expressed the view that this posit ion was worth  examinin g for possible  

civilianization. 

The view of the Project Team  is that the position is most appropriately c lassified 

as a one that can be filled by a highly-trai ned civilian. It can be anticipated  that  

this positio n will take  longer to fill t han ot hers that have been r e-classified as  

civilian. 

Recommendation: That the position of Ins pector, Planning and Res earch 

Section, be civilianized and that a specific strategy for advertising, recruiting, and 

selecting a highly-trained civ ilian to fi ll this position be de veloped by the VPD 

senior executive. 

 

Position: Constable, Information & Privacy Unit (consensus) 

Both the independent asses sment and the interview-bas ed asses sment 

reclassified this position from sworn to civilian. 

The Constable in the Information and Priv acy Unit responds to FOI requests by 

locating pertinent informa tion in Departmental databas es/records, appropriat ely 

vetting, and releas ing the information in accordance with sectio n and legis lated 

timelines. 

The job functions currently include: 
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 Managing all aspects  of assigned case s, which inc ludes the maintenance 

of files and documentation in a manner prescribed by the secti on. They  

prepare and co-ordinate relevant documentation to ensure thoroughnes s 

in the investigation(s). 

 Coordinating and tracking informati on to meet section needs. They  

maintain a database and disseminate in formation to assist in meeting 

section and Departmental objectives.  

 In response to FOI requests, loc ating and v etting related documentation. 

They must then synthesize and present  this documentation in a written 

format that meets legislat ed requirements, and main tains the integrity of 

sensitive or ongoing investigations. 

 Acting as a resource person to police members, government agencies and 

the community on section re lated matters. They respond to inquiries from  

the media and the c ommunity, and communicate information on a one-to-

one basis, in the classroom setting, and in public settings. 

The Manager, Information Management Section an d t he Coordinator of the 

Information and Privacy Unit were both in terviewed regarding this position. Bot h 

agreed that this position could b e filled by  a specia lly-trained civilian. When this 

position was originally created there wa s a benefit to having a sworn member 

due to the corporate knowl edge they poss essed. This was purely a bonus  and 

not a requirement. A spec ially trained ci vilian would acquir e the cor porate 

knowledge through experience in the position and would pr ovide long term 

stability in the unit. There ar e civilians in b oth the public an d private sector who  

would be qualified for this position. The independent reviewer also felt this 

position should be civilianized. 

Recommendation: That the position of Constabl e, Information and Privacy Unit 

be civilianized. 
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Position: Constable (WSE-Corporal) - Health and Safety Unit (discrepancy) 

The independent assessment determined that the position should be reclassif ied 

as civilian, while the interview-bas ed assessment determined that the position 

should remain a sworn position. 

The Corporal in char ge of the Health and  Safety Unit ensures that workplace 

standards, as required by WCB and other re gulatory bodies, are maintained and, 

as well, administers  multiple health and safety programs, identifies  and 

investigates workplace hazards. 

The job functions currently include: 

 Providing education and training to the community on a one-to-one bas is 

and in a group setting. They prepare tr aining bulletins and other written 

information relevant to the Department and/or community. 

 Coordinating and tra cking information to meet section needs. This  

includes maintaining a database and disseminating information to assist in 

meeting section and Departmental objectives.  

 Working with relevant stakehol ders in the development and 

implementation of section and/or D epartmental policy. They develop 

protocol and policy that is consist ent with current case law and needs of  

the section and/or Department. 

 Working with all stakeholders to i dentify section needs and secu ring the 

resources necessary to achieve sect ion and/or Departmental goals. They 

administer and deliv er section specif ic programs in accordance with 

Departmental needs. 

The Inspec tor in charge of this position fe lt that the skills, tr aining, experie nce 

and credib ility of a sworn police officer were required for this position.  The  

independent reviewer believed this posit ion should be civilianized. Pos itions 

similar to this e xist in both the public and private sector and are commonly filled  

with civilian employees. T here are no requirements in the des cription of this 

position that could not be performed by a specially trained civilian. 
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Recommendation: That the position of Const able (WSE-Corporal), Health and 

Safety Unit be civilianized. 

 

Position: Sergeant, Career Development Unit (Performance Management) 
(discrepancy) 

The independent ass essment recommended t hat this position remain a swor n 

position, while the interview-bas ed a ssessment determined that the position 

should be re-classified as a civilian position. 

At the present time, there are two sworn o fficers in the Career  Development Unit 

in the Human Res ources Section. Both of  these officers, at the Sergeant rank,  

are involved in the same ty pes of activities . As current ly structured, the Career 

Development Unit requires sworn mem bers due to their skills, training and 

experience; however, should the VPD deter mine that business pr ocesses of the 

Career Development Unit be  altered to include a spec ialized position related t o 

performance development/management, th is pos ition, potentially, would be 

appropriately classified, under t he dec ision making tree criter ia, as a civilian 

position. T o this end, the Project Team recommends that the position of  

Sergeant, Career Development Unit, remain  sworn at the present time and that  

the VPD undertake a review of the acti vities and objectives of the Career  

Development Unit. 

Recommendation: That the position of Sergean t, Career Development Unit,  

remain a sworn position, subject to an organizational review of the Career  

Development Unit by the VPD. 
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Operations Division 

Position: Constable, District Analyst (partial consensus) 

Both the independent asses sment and the interview-bas ed asses sment 

reclassified this position from sworn to civilian. 

There are currently four Constables wo rking as District Analysts, one for each 

Patrol dist rict. The Constables  report directly to their des ignated District 

Commander. 

The job functions currently include: 

 Browsing all district PRIME reports from the previous day / weekend. 

 Recording unique information or M odus Operandi (MO) in a searchable 

crime log. 

 Perusing daily Crime Analysis Unit (CAU) patrol bulletins and doing further 

research and analysis as required. 

 Monitoring daily thresholds for abnormalities and using ArcExplorer to 

analyze crimes for patterns, hotspots, suspects, MOs, time range etc. 

 Using CORNET (BC Corrections databas e) and working closely  with the 

Chronic Offender Program (C OP) to monitor the release of chronic  

offenders and other criminals of special interest. 

 Monitoring hotspot maps and providin g an appropriate analys is for Patrol 

members. 

 Maintaining a list of problem premises for a response by Patrol. 

 Liaising with other V PD analys ts as  required (P&R, Sexual Offence 

Squad, General Investigation Unit, R obbery Squad, Criminal Intelligenc e 

Section, etc.). 

 Preparing timely crime reports for Patrol electronic parade briefings. 

 Attending ‘Bravo’ and ‘Charlie’ parades at least once per rotation for eac h 

team and more frequently if required. 

 Attending ‘Weekly Crime Review’ m eetings and sharing information 

relative to potential targets and crime trends or MOs. 
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 Submitting target proposals  to thei r District Target Teams and Strik e 

Force. 

 Meeting regularly wit h District m anagement to disc uss current crime 

trends, problems, strategies and evaluation. 

The interviews with senior managers r egarding the positions of Constable,  

District Analyst, produced a division of opin ion: several of the m anagers felt that 

the positions should remain as swor n positions, while others  believ ed the 

positions should be should be civilianized. The independent reviewer determined 

that the positions should be civilianized. 

All of the senior m anagers agreed that  the pos ition does  not requir e law 

enforcement powers. The ar guments for maintaining sworn status included the 

ability to use these as accommodated positions for sworn members on light  

duties. In addition, some thought that the knowledge and cred ibility of a sworn 

officer was needed for these positions to be effective. 

The arguments for civilianizing these positions were similar to those for the Crime 

Analysis Unit. This included the fact that  civilians would br ing better technical 

skills and long term stability to the unit. Un der the current structure, members go 

into these positions with limited knowledge of analytical work and, by the ti me 

they become proficient, they are mo ved to another positio n. One District 

Commander commented that civilians would embrace this k ind of work as 

opposed to seeing it as a chore. 

Recommendations: That four of the positions of  Constable, Dist rict Analyst  be 

civilianized. 
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Position: Constable, Crime Analysis Unit (partial consensus) 

The independent assessment determined that the position should be reclassif ied 

as civilian, while there was a division of opinion among seni or managers in the 

VPD who were interviewed. 

The Crime Analysis Unit develops and implements a systematic process which is 

directed at  providing timely and pertinent  information relative to  crime patterns  

and trend correlation. There are currently six Constable positions in this unit. 

The job functions currently include: 

 Identifying specific and immediate crime problems by  retrieving data from 

existing information systems and providing weekly crime mapping. 

 Providing statistical summaries to  managers and inv estigators including 

weekly crime mappings and analyzing long term crime trends. 

 Cultivating investig ative resources including other police agencies, VPD 

sections, other organizations, and indi viduals with valuable sk ills. They 

cultivate and manage informants us ing the established d epartmental 

procedures. 

 Preparing numerous reports on a wide range of t opics relating to crime 

trends, security problems, crime prev ention techniques  and investigation 

status reports. 

The independent as sessor reclassified al l six of the positions  in the Crime 

Analysis Unit as civilian. It is a comm on police practice for positions such as 

these to be filled with specially-trained  civilia ns. Civilia ns bring specialize d 

training and computer skills t hat most police officers do  not possess. In addit ion, 

civilians are more lik ely to remain in the position for a lengt hy period of time,  

bringing stability and efficiency  to t he unit. The VPD would have no difficulty  

recruiting qualified persons for these positions. 

The Inspector in charge of the Crime Analysis Unit stated in the interview that the 

skills, training, experience and credibility of a sworn po lice officer were requ ired. 

He noted, however, that there i s a need to have one or two ci vilians with high-
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level technical skills  in the un it. He also  noted that most of these positions have 

historically been light duty (accommodated) positions. 

In the view of the Project Team, a blen d of sworn members and specially-trained 

civilians would be the idea l arrangement for the Crime Analysis Unit. This  would 

ensure that there was sufficient technica l expertise and long term stability in the  

unit while at the same time retaining the capacity of the operational knowledge of 

sworn members which is beneficial for in terpreting results. As well, where 

appropriate, the Crime Anal ysis Unit would remain a potential placement for 

accommodated sworn members and for developmental purposes. 

It was also noted during this study that t here may be increased e fficiencies if the 

Crime Analysis Unit was relo cated to the Planning and Research Section. T his 

would serve to integrate the activ ities of crime analysis with research, policy  and 

planning and ensure that the two sections were not duplicating efforts. 

Recommendations: a) That four of the six Co nstable, Crime Analysis Unit  

positions be civilianiz ed; and, b) That  the VPD exp lore relocating the Crime 

Analysis Unit from the Patrol Suppor t Section to the Planning and Research 

Section. 

 

Office of the Chief Constable 

Position: Inspector, Quality Assurance Section (consensus) 

Both the independent asses sment and the interview-bas ed asses sment 

reclassified this position from sworn to civilian. 

The Inspector in-charge of the Quality As surance Section (a one-person unit) is  

directly responsible to the Chief Cons table and is  assigned projects at the 

discretion of the Chie f Constable and the Executive of the Department. Projects  

may include specific audits or reviews of  sections or units related to their  

function, structure, compli ance issues or diligence. The audit or review is an 

objective examination t hat allows for an independent assessment on risk 

management, controls or governance processes within the organization. 
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The job functions currently include: 

 Analyzing current pra ctices, structures, and systems to determine issues  

related to review or audit.  

 Examining the current oper ational functionality of the section or unit being 

audited and writing comprehensive reports on the findings of audits. 

 Examining all of the contributing data and recommending improvements or 

adjustments to the current systems or processes that are in place.  

The Chief Constable stated in the intervie w that this position would probably  be 

better served by a civilian audit or than by a sworn police officer. He noted that 

civilian auditors are us ed by the RCMP. Civ ilian auditors possess the necessary 

skills and  training to  perform this job and provid e long  term stability in  the  

position. Sworn polic e officers do not generally poss ess audit skills, there is a  

steep learning curve.  Further, the officers rarely remain in the position for more 

than two years. 

In time, a specially-trained civilian wo uld acquire the necessar y organizat ional 

knowledge and experience to function effect ively. Having a c ivilian auditor wor k 

under the authority of a designat ed Inspector would pr ovide the auditor with the 

organizational authority to ensure compliance. 

Further, it is the view of the Project Team that the Quality Assurance Unit is most 

appropriately located in the Planning and Research Secti on and that this se ction 

be renamed the Planning, Research and Audit Section. 

Recommendations: a) That the position of Inspector, Quality Assurance Section 

be civilianized; b) That the Quality Ass urance Section be relocated t o the 

Planning and Research Section and, c) That  the Planning and Research Section 

be re-named the Planning, Research and Audit Section. 
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Investigation Division 

Position: Constable, ViCLAS (consensus) 

Both the independent asses sment and the interview-bas ed asses sment 

reclassified this position from sworn to civilian. 

The Constable working in the Violent Cr ime Linkage Analys is System (ViCLAS)  

is respons ible for ensuring the comp letion of ViCLAS and other relevant 

databases used by investigator s to track and/or link vi olent crimes. The officer 

analyzes ViCLAS data and identifies crime trends and/or offenders, and acts as a 

resource to other police members and agencies. 

The job functions currently include: 

 Managing all aspects  of assigned case s, which inc ludes the maintenance 

of files and documentation in a m anner prescribed by the Section.  

Preparing and coordinate re levant documentation to ensure thoroughness  

in the investigation(s). 

 Ensuring t hat VPD investigators subm it ViCLAS repo rts for all qualifying  

offences, and ensuring that data is pr ocessed and appropriately added to 

the ViCLAS database. 

 Conducting analys is of ViCLAS data in  an attempt to identify offenders 

and/or patterns in criminal offences. 

 Preparing reports in a timely manner  to assist investigators in the 

identification of offenders and/or patterns in criminal offences. 

 Cultivating investig ative resources including other police agencies, VPD 

Sections, other organizations, and individuals with valuable skills.  

 Acting as a resource person to police members, government agencies and 

the community on s ection-related ma tters. Responding to inquiries from 

the media and the community, and co mmunicating information on a one-

to-one basis, in the classroom setting, and in public settings. 

 Gathering and coordinating informati on on persons/locations/vehicles of 

interest to the section in an attempt to guide enforcement efforts.  
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The Inspector in charge of the Specia l Investigation Section stated in the 

interview that the position could be filled by a specially-trained civilian. 

Recommendation: That the position of Constable, ViCLAS be civilianized. 

 

Position: Constable, Document Services Unit (consensus) 

Both the independent asses sment and the interview-bas ed asses sment 

reclassified this position from sworn to civilian. 

The Constables work ing in the Document Services Unit are res ponsible for the 

service of subpoenas /summonses, short noti ce court notifications/denotifications 

and court-ordered DNA collection. 

The job functions currently include: 

 Performing activities relating to the tracking and serving of subpoenas and 

summonses for court purposes.  

 Collecting DNA samples from pa rties in c ustody when a DNA c ourt order 

is in effec t. Collecting and processing sample(s) in accordance wit h 

approved procedures. 

 Communicating with sworn member s regarding short notice court 

notifications and/or denotif ications. Acts as a liaison between VPD and 

Crown to facilitate court attendance by sworn members. 

 Enforcing breaches of statute and common law inclu ding Criminal Co de 

offences, provincial st atues, traffi c vi olations, bylaws  and other st atutes. 

Includes the apprehension of criminals and violators, which ma y involve 

the use of appropriate levels of  forc e. They also se rve processes on 

offenders and prepare the appropriate  documentation to the courts, 

Department, and/or related agencies. 

There are currently si x Constable pos itions in the Document Services Unit. The 

Inspector in charge of this unit stated that  peace officer status is required for the 

swearing of Informations, which would prohibit a non- sworn civilian from 

performing this task. Civilians would be able to serve some subpoenas; however, 
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there are officer safety issues due to the type of clientele that are often 

encountered. 

The Deputy Chief in charge of the Investig ation Divis ion pointed out that it is a 

requirement of the Collecti ve Agreement (Section 7.5 (J ) (b)) that denotifications 

for Court appearances be done by a police officer. 

It is the vi ew of the Project Team that  the Document Services Unit could be 

staffed by a mix of regular  police officers and Special Constables. This model 

would enable all members of the unit to serve legal docume nts and swear  

Informations. In addition, the regular police officers would still be in place to meet 

the requirements of the Coll ective Agreement and to address the officer s afety 

issues. The Specia l Constables  woul d pro vide lon g-term stability and ensure 

there was expertise in the unit. As noted, Special Constables ar e classified as 

civilians. 

Recommendation: That three of the six Const able positions  in the Docum ent 

Services Unit be reclassified as Special Constable positions. 

 

Position: Constable, Robbery/Assault Analyst (discrepancy) 

This position was  identified as  a sworn position by the independent assess ment 

and as a civilian position by the interview-based assessment. 

The Constable working as the Robbery/A ssault Analyst assists two superv isors, 

twenty plus investigators and two civili an support staff with the management and 

administration of information and intel ligence, analys is, data maintanence, and 

liaison to help ensure the effici ency and effectiveness of the 

Robbery/Assault/Arson Unit. 

The job functions currently include: 

 Reviewing all incoming information and intelligence from both internal and 

external sources to determine the re levance to operational and historic al 

files, potential threats, and maintenance of these files. 
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 Creating and maintaining data f iles on bank robberies and other major 

crimes for the purpos e of linking serial crimes and predicting  future serial 

crime incidents using spreadsheets, link charts, timelines, mapping and 

other analytical tools.  

 Reviewing, maintaining and distributing informa tion regarding parolees  

who are wanted by  the Co rrectional Service of Ca nada in the Vancouver  

region. 

 Maintaining contacts with the financ ial institution corporate security 

community and outside law enforce ment agencies including the 

Correctional Service of Canada. 

 Providing experience and knowledge a nd acting as a resource person t o 

assist patrol members, investigator s, supervisors, support staff and 

community partners as required. 

The Inspec tor in charge of this positi on st ated that position was  based on the 

person’s analytical ability and did not require police powers. The position can be 

filled with a specially-trained civilian. 

Recommendation: That the position of  Constable, Robbery/ Assault Analyst be 

civilianized. 

 

Position: Constable, Statement Analysis (discrepancy) 

This position was classified as a sworn position by the independent assessor and 

as civilian by the interview-based assessment. 

The Constable working in St atement Analysis is resp onsible for examining pure 

version statements to detect truthfulness or deception and forensic interviewing. 

The job functions currently include: 

 Examining written statements to obtain information and detect truthfulness 

or deception. The pos ition incumbent also provides instruction and advic e 

on obtaining pure version statements. 
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 Developing and delivering traini ng progr ams to VPD personnel and 

recognized outside agencies with regards to statement analys is, obtaining 

written statements, and t he use of ‘Verbal I nquiry-the Effective Witness’ 

(VIEW) questionnaires. 

 Writing VIEW questionnaires f or investigators. Providin g instr uction to 

investigators on the pr esentation and analysis of questionnaires and 

conducting analysis of questionnaires. 

 As a member of the Forensic I nterview T eam, acting as a res ource to 

team members and/or personally conduct forensic interviews. 

 Cultivating investig ative resources including other police agencies, VPD 

Sections, other organizations, and individuals with valuable skills. 

 Acting a resource person to polic e members, government agencies and 

the community on s ection related matte rs. Responding to inquiries from 

the media and the c ommunity, and communicate information on a one-to-

one basis, in the classroom setting, and in public settings. 

The Inspector in charge of the Specia l Investigation section stated in the 

interview that police experienc e was helpf ul but not essential, and that this  

position could be filled by a specially-trained civilian. He acknowledged that while 

others in the VPD m ay hold a different op inion on this, the position is strictly  

statement analysis. 

Recommendation: That the position of  Const able, Statement Analys is be 

civilianized. 

 

Position: Constable, Forensic Identification Unit (discrepancy) 

The independent assessor determined that this position should be reclassified as 

civilian, while the interview-based assessment classified this position as sworn. 

The Constables working in the Forensic I dentification Unit are responsible for 

applying appropriate forensic processe s and procedures to evidence wit h a 
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working knowledge of  all forensic pr ocesses and procedures. They act as a 

resource to other police members and agencies. 

The job functions currently include: 

 Applying appropriate forensic techni ques to collect evidence from crime 

scenes while ensuring that  the integrity of th e scene and the collection 

process is maintained. 

 Managing all aspects  of assigned case s, which inc ludes the maintenance 

of files and documentation in a m anner prescribed by the Section.  

Preparing and c oordinating relevant  documentation to ensure 

thoroughness in the investigation(s). 

 Using appropriate forensic proc esses and proc edures to identify  

offenders. Providing forens ic rationale, in v erbal and written format, as to 

why evidence points to a specific offender(s). 

 Preparing all documentation, evidence and reports necessary to proces s 

offenders in court. Conducting follow- up and corroborative evidence as  

required by the Section and the Crown Counsel.  

 Acting as a resource person to police members, government agencies and 

the community on s ection-related ma tters. Responding to inquiries from 

the media and the community and communicating information on a one-to-

one basis, in the classroom setting, and in public settings. 

The VPD currently has civilian positions  in Ident-related areas, including: the 

Automated Fingerprint I dentification Sy stem (AFIS), the photo lab,  t he 

firearms/tool mark lab, and for taking fingerprints. Canadian polic e forensic  

identification units are st affed primarily by sworn members (See Appendix I). 

There is, however, extensive civ ilian in volvement in forensics and crime scene 

investigation in many polic e departments in the U.S. and in the U.K. where  it is  

common practice to have blended units of sworn and civilian specialists (often 

referred to as criminalists). And, the available evidence sugges ts that specially-

trained civ ilians can make a significant c ontribution to f orensic and crime sc ene 

investigation working alongs ide sworn offi cers. The positive results obtained to 
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date indicate that blended  teams of sworn officers and specially-trained c ivilians 

are emerging as a best practice. See A ppendix J for a review of the role of  

specially-trained civilians in blended crime sc ene and forensic identification units  

in selected U.S. police departments and in the U.K. 

It is the view of the Project Team that further examination of  this pos ition is  

required. 

Recommendations: a) That the position of Consta ble, Forensic Identification 

Unit remain a sworn position at the present time; and, that b) That an 

examination of the po tential to civilianize some of  the current s worn Cons table 

positions in the Forensic Identification Unit  be conducted duri ng the next p hase 

of the Operational Review, such examination to be gui ded by best practices in 

North American and U.K. police departments. 

 

Position: Constable, Planning and Research Section (discrepancy) 

The independent assessor determined that this position should be reclassified as 

a civilian position, while the interview-bas ed assess ment determined that  the 

position should remain a sworn position. 

The Constables in the Planning and Research Sect ion are responsible  for 

conducting research on current and futu re policy. T hey track and document 

research and policy r ecommendations and conduct research on related subject 

matter as assigned by the section. 

The job functions currently include: 

 Managing all aspects  of assigned case s, which inc ludes the maintenance 

of files and documentation in a m anner prescribed by  the section. 

Preparing and c oordinating relevant  documentation to ensure 

thoroughness in the investigations. 

 Providing education and training to the community on a one-to-one bas is 

and in a group setting. Preparing trai ning bulletins  and other written 

information relevant to the Department and/or community. 
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 Working with relevant stakehol ders in the development and 

implementation of section and/or Departmental policy. Developing protocol 

and policy  that is consistent with current case law and needs of the 

section and/or Department. 

 Conducting analysis of information, obtained from multiple sources, in an 

attempt to assess and improve the delivery of VPD services. 

The Planning and Research  Section has undergone sign ificant changes  in the 

past year including the addit ion of three new spec ially-trained civilians. There is 

now a total of six civilians working in the section. The section has also been split 

into two units comprised of the Research  and Policy Unit and  the Organizational 

Planning Unit. 

All three Constables work in the Res earch and Policy Unit. They are primarily  

responsible for files relating to the VPD Regulations and Procedures Manual 

(RPM). The RPM provides the standard operating procedures  for the entire 

Department. These files require sworn knowledge, training and experienc e to 

ensure any procedural changes are appropriate and practical for the 

organization. The Constables also prov ide advice to the civilian members on a 

daily basis by providing operational knowledge and perspectives. The blending of 

sworn and civilian m embers has proven to be a ver y efficient mix of technical 

skills and  practical k nowledge that wou ld suffer if it wa s e ither all sworn or all 

civilian. The Constable positions  in the Planning and Research  Section are als o 

an important component of the VPD developmental process. 

Recommendation: That the position of Const able, Planning and Research 

Section positions remain a sworn position. 
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Position: Constable, Telephone Response Team (discrepancy) 

The independent as sessor re-classified th is position as civ ilian while the 

interview-based assessment classified this position as sworn. 

The eight Constables working in the Te lephone Response Team are responsible 

for the investigation of (primarily) pr iority three calls with minimal s uspect 

information and/or no significant follow-up requirements. This includes case/file 

management, call assessment, resource management, and public educ ation, 

among others. 

The job functions currently include: 

 Managing all aspects  of assigned case s, which inc ludes the maintenance 

of files and documentation in a m anner prescribed by  the section. 

Preparing and c oordinating relevant  documentation to ensure 

thoroughness in the investigations. 

 Responding to incoming 911 calls that are priority 3 and/or contain 

minimal suspect information. 

 Analyzing incoming 911 calls to det ermine the nature of the call, and 

whether police attendance is requir ed, and the likelihood of forensic  

evidence recovery. Forwarding calls to  the appropriate units for follow-up 

where necessary. 

 Preparing all documentation, evidence and reports necessary to proces s 

offenders in court. C onducting f ollow-up and corroborating evidence as  

required by the section and the Crown Counsel,  and preparing all 

documentation and reports relating to the prosecution of offenders in 

court. 

 Cultivating investig ative resources including other police agencies, VPD 

sections, other organizatio ns, and ind ividuals with valuable skills . 

Cultivating and managing informants using the established departmental 

procedures. 

 Providing education to the public  dur ing routine contac ts and in a formal 

setting. The subject of public educat ion may include traffic problems,  
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crime prevention, s afety issues, nuisances, disaster planning and 

substance abuse. 

The interview with the Inspector in char ge of this unit and a review of the job 

functions o f the position establish that the skills, training and e xperience o f a 

sworn police officer are required for th ese positions. They are conducting 

investigations and writing polic e reports  w hich in some cases may proceed to 

court. In addition, this is  an area that may be used for  experienced 

accommodated officers. 

Recommendation: That the position of Const able, Telephone Response Team 

remain a sworn position. 

 

Position: Constable, Block Watch Coordinator (discrepancy) 

The independent assessor identif ied this position as c ivilian while the interview-

based assessment determined that this position should be a sworn position. 

The Constable who works as the Block  Watch Coordinator assumes the role of a 

resource person in the community to assi st neighborhoods in being proactiv e in 

crime prevention. This in cludes recruiting Block Wa tch applicants, maintaining 

current blocks, producing news letters, managing information, and supervising a 

part-time civilian assistant. 

The job functions currently include: 

 Providing education and training to the community on a one-to-one bas is 

and in a group setting. Preparing trai ning bulletins  and other written 

information relevant to the Department and/or community. 

 Taking par t and ass isting in the coor dination of community event s. This  

involves site preparation, event coordi nation, staffing, sc heduling, training 

and other position-associated duties. 

 Participating in the community- based polic ing model by acting as  

community team leader in identif ying problems that dam age the quality of  
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life, then working thr ough the c ommunity as a whole to find and apply 

solutions to those problems using the formal problem solving process. 

 Conducting criminal investigations into the informa tion that is prov ided by 

the Block  Watch captains and co-c aptains. People are encouraged to 

phone or e-mail the Block Watch coor dinator with information regarding 

suspicious people, licence plates or addresses. 

This Const able provides a public face for the Department. The current role is 

liaising with public at various functions in uniform on a regular basis. 

Recommendation: That the position of Const able, Block Wat ch Coordinator 

remain a sworn position for the present ti me, subject to the completion of the 

Strategic Business Plan for this work unit as part of the Operational Review. This 

will provide additional information on the time and ta sks of the Constable and 

allow a more accurate assessment of w hether the position should be reclassified 

as civilian or remain a sworn position. 

 

Position: Constable, Business Liaison Officer (discrepancy) 

The independent assessor identif ied this position as c ivilian while the interview-

based assessment determined that this position should be a sworn position. 

The Constable working as the Business Liaison Officer assumes the role of crime 

prevention officer for the business comm unity. This  includes business c rime 

analysis, report writing, education, public speaking and the development of crime 

prevention programs. 

The job functions currently include: 

 Gathering information on bus iness rela ted crimes such as s hoplifting, 

hold-ups, frauds and security issues . Ensuring that crime analys is 

information is prepared and provided to the community on these activities. 

 Providing education and training to the community on a one-to-one bas is 

and in a group setting. Preparing trai ning bulletins  and other written 

information relevant to the Department and/or community. 
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 Preparing numerous reports on a wide range of t opics relating to crime 

trends, security problems, crime prev ention techniques  and investigation 

status reports. 

 Acting as a resource person to police members, government agencies and 

the community on s ection related matte rs. Responding to inquiries from 

the media and the community and comm unicate information on a one-to-

one basis, in the classroom setting, and in public settings. 

 Acting as  a public  relations  officer in the business community by 

maintaining a high vis ibility uniform pr esence at fund raising and social 

events. 

The sworn member in this position is also responsible  for the Shoplifter Release 

Program, which includes training Loss Prevention Officers in the Criminal Code 

and the writing of Crown Counsel Reports. This program frees up patrol 

resources by allowing stores  involved in the program to  release their shoplifters 

without the attendance of a police office r. The store detectives release the 

suspect (once they have confirmed their i dentity) and forward their reports to the 

Business Liais on Officer for approval , processing and forwarding to Crown 

Counsel. T his officer is als o a public  face for the Department and performs a 

uniformed public relations role with the business community. 

Recommendation: That the position of  Constable, Business  Liaison, remain a 

sworn pos ition for the present time, subj ect to the completion of the Strategic  

Business Plan for this work unit as par t of the Operational Review. This  wil l 

provide additional information on the time and tasks of t he Constable and allow a 

more accurate assessment of whether the positio n should be reclassified as  

civilian or remain a sworn position. 

 

 

 

 



 85  

Position: Constable, Traffic Support Unit (discrepancy) 

The independent assessor determined that this position should be reclassified as 

civilian while the interview-based assessment determined that the position should 

remain a sworn position. 

The two Constables in the Traffi c Support Unit act as traffic resource people t o 

departmental members, government agencies and other police agencies thr ough 

research and analysis, training and community police services. 

The job functions currently include: 

 Conducting research and analysis re lative to traffic issues  in the 

community. Communicating findings and information by way of formal 

reports, public presentations and cl assroom training. Resear ching and 

reporting on all traffic matters in the Department. 

 Developing new and existing progr ams to reflect legislative and 

departmental amendments; including t he preparation of lesson plans and 

other training materials. Participat ing in the violation and polic e byla w 

enforcement program. 

 Providing training to members in a number of areas including blood kit  

usage, Approved Sc reening Devices and drug evaluat ion programs. 

Delivering training in the classroom setting and by way of training bulletins 

and public presentations. 

 Providing opinions on a wide variety of traffic matters to VPD investigators 

and other government bodies. 

 Preparing numerous reports on a wide range of t opics relating to crime 

trends, security problems, crime pr evention techniques  and investigation 

status reports. This includes  t he preparation and re view of legal 

documents for court. 

The Inspector in charge of this positio n stated that it wa s important for the 

officers in this position  to have the skills , training, experience and credibility o f a 

police officer. These officers must be hi ghly experie nced officers to provide an 

advisory role to every other officer in the Department on all traffic related matters. 
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In addition, they are responsible for trai ning officers in traffic related matters 

including the DataMaster Certification Program. 

Recommendation: That the pos ition of Constable, Traffic Support Unit remain a 

sworn position. 

Results of the Interview wi th the General M anager of Human Res ources, City of 

Vancouver 

The General Manager of Human Resources for the City of Vancouver was asked 

to assess each of the sworn pos itions in VPD HR. At t he outset of the interview,  

he stated that he was more familiar with the civilian positions in the VPD HR.  He 

did indicate that he meets with the DCC for Support Serv ices on a monthly basis  

to discuss a variety of human resource issues, inc luding arbitrations, V POA 

contracts and the potential bud getary impact of various human resource matters.   

While he was aware that there were sw orn members working in the VPD HR  

Section, he indicated t hat he was  not aware of the sp ecific job descriptions and 

functions of the sworn members.  

The General Manager was  provided with the descriptions of all of the pos itions 

occupied by sworn members in the VPD HR. He was then asked the three 

questions contained in the decision maki ng tree. His assessments are presented 

in Tables 1 through 6. 
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TABLE 1 - Interview Result General Manager COV Human Resources  

Position Does the position require law 
enforcement powers? (i.e. 
Powers of arrest, use of force, 
statutory requirement, 
carrying of a firearm) 

Are skills, training, experience or 
credibility of a sworn police officer 
required to fulfill the duties of the 
position? 

Can the requirements of the 
position be fulfilled by a specially 
trained civilian? 

Inspector 

i/c HR 
No No, but very useful; 

 it’s not just a civilian           

function; there is an           

operational side and it is important 

that the person have  knowledge of 

police operations; good to have a 

combination of the two areas of 

expertise; ensure that the sworn 

officer in the position has 

both skill sets. 

 

Yes, but not certain that person 

would be as effective; may be 

reluctance to accept an outsider; 

the person would need to provide 

good advice to gain respect. 

 

NOTE: This position was assessed as being most appropriately classified as “sworn” by both the 

independent assessment and by the interview-based assessment. 

TABLE 2 - Interview result General Manager COV Human Resources 

Position Does the position require law 
enforcement powers? (i.e. 
Powers of arrest, use of force, 
statutory requirement, 
carrying of a firearm) 

Are skills, training, experience or 
credibility of a sworn police officer 
required to fulfill the duties of the 
position? 

Can the requirements of the 
position be fulfilled by a 
specially trained civilian? 

Sgt. Employee  
Relations Unit    

Yes; statu tory need   

regarding di scipline a nd 

the Police Act 

 

Yes; discipli nary functio ns as per 
the Police Act; hard to have a  
civilian d o p olice discipline an d 
performance; utility to having a 
sworn m ember wh o und erstands 
situation a n employe e may 
encounter; t he p erson in this 
position re quires op erational 
knowledge; “A Sergea nt here  
makes sense. Superviso ry level 
makes sense.”  

 

NOTE: This position was assessed as being most appropriately classified a s sworn by both  the 
independent assessment and the interview-based assessment. 
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TABLE 3 – Interview result General Manager COV Human Resources 

Position Does the position require law 
enforcement powers? (i.e. 
Powers of arrest, use of force, 
statutory requirement, 
carrying of a firearm) 

Are skills, training, experience or 
credibility of a sworn police officer 
required to fulfill the duties of the 
position? 

Can the requirements of the 
position be fulfilled by a specially 
trained civilian? 

Sgt. 
Attendance 

Management 

No No, b ut usef ul; acceptance by  

sworn members of the role, but 

not a requirement.         

 

 

Yes, drawback is 

acceptance of a civilian in this

position 

 

NOTE: T his position was asse ssed a s b eing mo st approp riately cla ssified as sworn by  the  

independent assessment and the interview-based assessment. 

 

TABLE 4 - Interview result General Manager COV Human Resources 

Position Does the position require law 
enforcement powers? (i.e. 
Powers of arrest, use of force, 
statutory requirement, carrying 
of a firearm) 

Are skills, training, experience 
or credibility of a sworn police 
officer required to fulfill the 
duties of the position? 

Can the requirements of the position 
be fulfilled by a specially trained 
civilian? 

Sgt. Labour        

Investigations 

 

Depends upon how the 

work is organized; If the 

individual is going to 

investigate and deal with 

issues at the team/squad 

level, then probably yes; if 

not, then no; not familiar 

with the position.                  

 

Yes, as long as there is a    

disciplinary role involved 

 

 

Yes, for those  activities that did

not involve a disciplinary role; 

a civilian could do some work 

that was then passed on to a 

sworn member for action. 

NOTE: This position was assessed as being most appropriately classified a s sworn by both  the 

independent assessment and by the interview-based assessment. 
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TABLE 5 – Interview result General Manager COV Human Resources 

Position Does the position require law 
enforcement powers? (i.e. 
Powers of arrest, use of force, 
statutory requirement, 
carrying of a firearm) 

Are skills, training, experience or 
credibility of a sworn police officer 
required to fulfill the duties of the 
position? 

Can the requirements of the 
position be fulfilled by a specially 
trained civilian? 

Sgt. 

Assignments      

and Transfers 

No Yes; responsibility for career 

path and Competencies. 

 

 

NOTE: This position was assessed as being most appropriately classified a s sworn by both  the 
independent assessment and the interview-based assessment. 

 

TABLE 6 – Interview result General Manager COV Human Resources 

Position Does the position require law 
enforcement powers? (i.e. 
Powers of arrest, use of force, 
statutory requirement, 
carrying of a firearm) 

Are skills, training, experience or 
credibility of a sworn police officer 
required to fulfill the duties of the 
position? 

Can the requirements of the 
position be fulfilled by a 
specially trained civilian? 

Sgt. Career        

Development 

 

No Same comments as per the 
Assignments and T ransfers 
position; any  functio ns rel ated to  
the prom otional pro cess shoul d 
be done by a sworn officer. 

 

NOTE: T his po sition wa s a ssessed as being m ost a ppropriately cla ssified a s swo rn by  
independent assessment as a civilian by the interview-based assessment. 

On the basis of the information provi ded by the General Manager of HR for the 

City of Vancouver, the Steering Committ ee has  det ermined that the follo wing 

positions will be the subject of a more in-depth examination during Phase 2 of the 

project: Inspector i/c of Human Re sources; Sgt. Attendance Management; and 

Sgt. Labour Investigations. Specific att ention will be given to the roles and 

activities associated with ea ch of these positions an d a recom mendation will b e 

made as to whether the pos itions should remain swor n or be reclassified as  

civilian. 
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Recommendations for Civilianization 

In summary, it is rec ommended that the fo llowing positions be rec lassified from 

sworn position to civilian position: 

 Inspector, Planning and Research (1) 

 Inspector, Quality Assurance (1) 

 Corporal (WSE), Health & Safety Coordinator (1)  

 Constable, ViCLAS (1)  

 Constable, Document Services (3) 

 Constable, Youth Referral Coordinator (1) 

 Constable, Information & Privacy (1) 

 Constable, Crime Analysis Unit (4) 

 Constable, District Analyst (4) 

 Constable, Robbery/Assault Analyst (1) 

 Constable, Statement Analysis (1) 

 

Recommendation: That the VPD follow the implem entation timeline identified in 

this report (Table 13) to reclassify the identified positions from sworn to civilian.  

In addition, the gener al consensus of senior sworn managers and of the Deputy 

Chief Cons tables was  that the False Alarm Reduction Program (FARP) should 

be transferred to the City of Vancouver. This  would include the positions of False 

Alarm Reduction Coordinator and the four  clerk typists, all cur rently civilian 

positions. 

Recommendation: That the positions of False Alarm Reduction Coordinator and 

the four clerk typists be transferred to the City of Vancouver. 
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The Cost Implications  

The current total cost (salary and benef its) for sworn members at the various  

rank levels, as of April 1st, 2006, are listed in Table 7. 

 

TABLE 7 – SWORN MEMBERS COST AT VARIOUS RANK LEVELS 

Constable (1st class) Salary $70,002

 Benefits $16,450

 Total $86,452

  

Sergeant (mid-level) Salary $87,501

 Benefits $20,563

 Total $108,064

  

Inspector (mid-level) Salary $112,016

 Benefits $26,324

 Total $138,339

 

Note: Mid-level Sergeant earns 25% more than a 1st class constable. 

 Mid-level Inspector earns 60% more than a 1st class constable. 

 Benefits are calculated at 23.5% of salary. 

Source: Human Resources Section, VPD. 

The cost figures for the positions that have been reclassifie d from sworn 

positions to civilian positi ons are presented in Table 8.  The total estimated 

savings of sworn and civilian positions are listed in Table 9. 
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TABLE 8 - CURRENT SWORN POSITION COST AND CIVLIAN COST 

Sworn Positions Recommended for Civilianization 

Sworn Cost Civilian Cost 
Position 

Salary Benefits Total Salary Benefits Total 

1 
Inspector, 
Planning & 
Research 

112,016 26,324 138,339 85,888 16,319 102,206

2 
Inspector, 

Quality 
Assurance 

112,016 26,324 138,339 71,132 13,515 84,647

3 Corporal (WSE) 
Safety & Health 

84,007 19,742 103,748 68,228 12,963 81,191

4 
Constable, 

Robbery/Assault 
Analyst 

70,002 16,450 86,452 46,952 8,921 55,873

5 
Constable, 
Statement 
Analysis 

70,002 16,450 86,452 55,371 10,521 65,892

6 Constable, 
ViCLAS 

70,002 16,450 86,452 53,089 10,087 63,175

7 
Constable, 
Document 

Services Unit 
70,002 16,450 86,452 43,282 8,224 51,505

8 
Constable, 
Document 

Services Unit 
70,002 16,450 86,452 43,282 8,224 51,505

9 
Constable, 
Document 

Services Unit 
70,002 16,450 86,452 43,282 8,224 51,505

10 
Constable, 

Youth Referral 
Coordinator 

70,002 16,450 86,452 53,089 10,087 63,175

11 
Constable, 

Information & 
Privacy Unit 

70,002 16,450 86,452 48,925 9,296 58,220
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Sworn Positions Recommended for Civilianization 

Sworn Cost Civilian Cost 
Position 

Salary Benefits Total Salary Benefits Total 

12 
Constable, 

Crime Analysis 
Unit 

70,002 16,450 86,452 48,925 9,296 58,220

13 
Constable, 

Crime Analysis 
Unit 

70,002 16,450 86,452 48,925 9,296 58,220

14 
Constable, 

Crime Analysis 
Unit 

70,002 16,450 86,452 48,925 9,296 58,220

15 
Constable, 

Crime Analysis 
Unit 

70,002 16,450 86,452 48,925 9,296 58,220

16 
Constable, 
District 1 
Analyst 

70,002 16,450 86,452 46,952 8,921 55,873

17 
Constable, 
District 2 
Analyst 

70,002 16,450 86,452 46,952 8,921 55,873

18 
Constable, 
District 3 
Analyst 

70,002 16,450 86,452 46,952 8,921 55,873

19 
Constable, 
District 4 
Analyst 

70,002 16,450 86,452 46,952 8,921 55,873

Total 19 Positions 1,428,070 335,596 1,763,667 996,026 189,245 1,185,271
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TABLE 9 – ESTIMATED SAVINGS SWORN AND CIVILIAN POSITIONS 

 Total Salary $ Total Benefits $ Total Cost $ 

Sworn 1,428,070 335,596 1,763,667 

Civilian 996,026 189,245 1,185,271 

Savings 432,044 146,351 578,396 

 

The total estimated savings to be realized by reclassifying the 19 sworn positions 

as civilian  positions will be $578,396. This f igure does  not include any savings  

from overtime associated with these positio ns. It is likely, however , that given the 

specific positions that are being civili anized, the overtime savings will acc rue 

primarily with respect to St atutory Holidays.  However, these particular pos itions 

are not the types of positions that gener ally generate overtime expenditures for 

other reasons. 

 

Organizational and Operational Implications 

As noted in the review of t he lit erature on civilianizati on, there are a myriad of 

potential benefits, other than cost savings, that are associated with increasing the 

number of specially-trained civilians in a police department. Decisions  to 

civilianize current sworn pos itions in the V PD must b e guided by the exper ience 

of other police departments, as any assessment of future cost savings, increases 

in productivity, and overall enhancements of the organizational and operat ional 

activities of the Department will require evaluation at a future date. 
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Proposed VPD Civilianization Policy 

The Project Team recommends that the Vancouver Police Department develop a 

policy on civilianization to be used in assessing new and future  positions in the 

Department. The International Association of Chiefs of Police ( IACP) has  a 

Model Policy on Civilianization that the Department can be used as the basis of a 

civilianization policy (see Appendix K) . The IACP Model Policy  sets out the 

purpose, policy, and procedures  for agencie s that are committed to hiring and 

using civilian personnel. The policy includes procedures for classif ying positions, 

determining authorized duties, applican t screening , employee identific ation, 

training, performance appraisa ls, and the use of  volunteer s. Within the 

framework provided by the IACP policy, the same three cr iteria that were used in 

the present study to assess sworn and civilian positions can be used to classify a 

position as sworn or civilian. 

Recommendation: That the Vancouv er Polic e Department adopt  the 

International Ass ociation of Chiefs of Police ( IACP) Model Policy  on 

Civilianization (See Appendix K). 

Recommendation: That the written policy  on ci vilianization dev eloped by the 

Vancouver Police Department i nclude the fo llowing three criteria to be used in 

determining whether a positi on should be classified as sw orn or civilian: 1) does  

the position require law enf orcement powers; 2) does the position require the 

skills, training, exp erience or credibility of  a sworn police officer; and, 3) can the  

requirements of the position be filled by a specially trained civilian. 

 

Secondments 

As of January 3, 2006, the Vancouver Po lice Department had 74 police officers 

seconded t o specializ ed units throughout the Lower Mainland. These positions 

are funded outside the regular operating budget of the VPD (usually by provincial 

or federal sources) and are not include d in the authorized strength of the 



 96  

Department. The specific areas to which the officers have been seconded are set 

out in Table 10. 

TABLE 10 - VPD SECONDMENTS AS OF JANUARY 3, 2006 

Secondments 
Number of VPD 

Officers 
Seconded 

Combined Forces Special Enforcement Unit (CFSEU) 15 

Integrated Gang Task Force (IGTF) 16 

Project Evenhanded (Missing Women’s Task Force) 14 

Justice Institute of British Columbia (JIBC) 9 

Vancouver 2010 Integrated Security Unit (Olympics) 4 

Provincial Witness Protection Unit 2 

Integrated Sexual Predator Observation Team (ISPOT) 2 

Criminal Intelligence Service of British Columbia (CISBC)  2 

Integrated National Security Enforcement Team (INSET) 1 

National Weapons Enforcement Support Team (NWEST) 1 

Vancouver Police Union (VPU) 1 

Provincial Unsolved Homicide Unit 1 

Integrated Proceeds of Crime Unit (IPOC) 1 

Auto Theft Task Force (ATTF) 1 

Provincial Use of Force Coordinator 1 

Provincial Hate Crime Team 1 

Vancouver Coastal Health Au thority (Urgent Response 
Centre) 

1 

Waterfront Joint Forces Operation 1 

Total Number of Seconded Officers 74 
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Secondments to Joint Forces Operations  (JFOs) are a very effective way to 

address with regional, provinc ial and na tional policing iss ues that affect  

Vancouver. This c ollaborative approach al lows for a combined effort towards 

complex policing issues such as organized crime, which are difficult for individual 

police agencies to c ombat alone. This  has becom e a standardized pr actice 

amongst police agencies from all three le vels of government throughout Canada 

and the U.S. 

The advantage for the VPD is that se condments allow the Department to 

contribute polic e officers to JFOs that  address high-level cr ime problems at no 

monetary cost. Secondments al so allow VPD officers to gain experienc e in 

specialized areas of policing they can one day bring back to the Department. 

However, there can also be dis advantages to secondments. When the 

Department is asked to contribute experi enced investigators to new JFOs, this  

can cause a knowledge drain within th e Department. In addition, there is  

currently no tenure policy  for secondments.  Without a  tenure po licy, a s ituation 

may develop where the sec ondment positions are occupied by a number of 

highly trained investigator s who are not rotating back  to the VPD in a tim ely 

manner with their wealth of knowledge. 

Recommendation: The VPD should develop a tenure policy for secondments 

and ensure that tenure is included with in the Memorandum of Understandings  

(MOUs) between the VPD and the variou s agencies to which VPD members are 

seconded. 

It should be noted that the Human Resources Se ction of the VPD was  

developing a tenure policy for secondments while the Civilianization Study was in 

progress. This polic y for secondment s has recently been completed and 

implemented. The tenure for all polic e officers on secondment is now four years 

and this information will be included in all future MOUs. 
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Accommodated Positions 

Members of the VPD are accommodated when their assigned position requires 

duties that they are not able to effect ively or safely perform. Accommodation 

occurs most frequently when members ar e assigned to operat ional duties. The 

employee is usually r e-assigned to a non- operational position. Officers may also 

be assigned to an inv estigative unit or remain in an operational area performing 

“light duties” that  may include a special projec t or research. The Employee 

Services Sergeant is responsible fo r identifying the most appropriate 

accommodated posit ion in each case.  This involves consideration of  

organizational needs at t he time and inc ludes discus sions with the employ ee’s 

Manager. The result is the employee is reassi gned within the same Section or 

Division, or to another area of the Department. The Employee Services Sergeant 

is also responsible for follow-up wit h all acc ommodated employees on a regular 

basis. This follow-up is used to determine if accommodation is still required. 

The VPD must attempt to accommodate swor n officers who, for a wide variety of 

reasons, may be plac ed in a position that  could be filled by a s pecially trained 

civilian. This raises the issue as to w hether positions t hat would otherwise most 

appropriately be clas sified to b e filled by  a specially trained civilian sh ould, 

nevertheless, be held open for sworn members on accommodated status. 

Schedule C, Par agraph E of the 2003-2006 Collective Agreement Between the 

Vancouver Police Board and the Vancouver Police Union, entitled “Members with 

Limited Ability”, states tha t, “It is the policy of the Police Board to endeav our to 

place in work more suited to their abilit ies such members who, through ill health,  

are unable to perform the duties  assigned to them, it being understood that no 

assurance is given that such members can always be so placed” (Vancouver 

Police Union, 2003:5). 

Accommodated positions are def ined in the Disability/Absenteeism Management 

Program operated by the VPD Human Resources Section (2000): 
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An accommodation is a modific ation made to a job or  job task that 

allows the employee to perform t he essential job duties associated 

with the position while permitting the Department to maintain safety 

and productivity standards . A modification may take the form of 

eliminating or rearranging dutie s, adjusting work s chedules or 

providing special tools . The employ ee may be assigned to work or 

placed on a graduated return to wo rk program. Such positions are 

not specifically reserved for light  duty and may be filled as  regular 

assignments based on the needs  of the Department. 

Notwithstanding schedule review of  the member’s recovery, each 

accommodated position will be subject to a review after 6 months. 

These materials indic ate that, while it  is  the polic y of the Polic e Board to 

“endeavour” to place light duty officers in  accommodated positions, there is no 

contractual responsib ility of the  Boar d to  do so. F urther, the above-no ted 

definition of accommodated pos itions includes the proviso that there are no 

positions in the Depar tment that are specifically  designated as, or reserved for, 

accommodated officers. That said, the Depa rtment must have a place to sit uate 

accommodated officers and, ideally, these positions are not of th e “make work”  

variety, but contribute to the over all activities  and performance of the 

Department. Labour law also requires acc ommodation unless it would create an 

undue hardship for the employer. In an organization as large as the VPD it would 

be unlikely to ever show undue hardship for the employer. 

 

The Issues Surrounding Accommodation 

The Manager, Employee Health and Safety  for the City of Vancouver and the 

Director of the Equal Empl oyment Opportunity Program, City of Vancouv er were 

interviewed concerning accommodation of employees at the City of Vanc ouver. 

Both indicated that the accommodation of employees  has recently become one 

of the most topical Hum an Resource iss ues. This has been due, in part, to 

several recent (and signific ant) legal  decisions relating to the duty to 
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accommodate and the respons ibilities of v arious key indiv iduals. They provided 

information from the City of Vancouv er’s intern al we bsite relating  to 

accommodation. This  included policy, team responsibilities, accommodation 

procedure, circle of accommodation, and frequently asked quest ions. These are 

included in Appendix L.  

 

Current Levels of Accommodation in the VPD 

The number of swor n officers who ar e accommodated has remained relatively 

constant over the past fi ve years. As of January 19 th, 2006 the VPD had 34 

accommodated employees. Reasons for accommodation inc luded pregnancy, 

injury, and illn ess (both physic al and psy chological). Accommodated members 

are often assigned to the following units: Anti-Fenci ng Un it, Criminal Triag e 

Investigative Unit, Crime Analysis Unit, and Telephone Response Team. 

As of January 2006, accomm odated employees were assigned to a variety of 

units including the following: 

 Anti-Fencing Unit (2 employees) 

 Criminal Triage Investigative Unit (6 employees) 

 Crime Analysis Unit (1 employee) 

 Telephone Response Team (5 employees) 

 City-Wide Enforcement Team (1 employee) 

 Sexual Offence Squad (2 employees) 

 Property Crime Unit (1 employee) 

 Emergency Operational & Planning Unit (1 employee) 

 General Investigation Unit (1 employee) 

 Hit & Run Unit (1 employee) 

 Criminal Intelligence Section (1 employee) 

 Operations Division – Administration (5 employees) 

 School Liaison Unit (1 employee) 
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The VPD has transitioned from a senior workforce into a junior workforce over 

the past several years. The Department  has hired over 500 new constables, 

mostly through attrition, since the year  2000 and lost 139 senior officers to 

retirement in 2003 alone. Accommodati on can be cyclical depending on the 

changing demographics of the Departme nt.  The number of accommodated 

employees is relatively low at this point in history due to the young workforce. An 

emerging t rend will be the need to fi nd short-term accomm odation for pregnant 

officers. There were less than 50 polic e women in the VPD in t he 1980s and 

there are currently 266 as of February, 2006. 

 

Accommodated Positions and Civilianization 

It is the view of the Project Team that  civilianization and accommodation, while  

potentially having an impact on one another,  should be considered separately. 

To this end, questions about  accommodation were not included in the dec ision 

making tree; howev er, respondents were asked about current or potential 

accommodated positions within their span of control.  

An oft-expressed concern is that increasing the number of civilian positions in the 

Department will hinder efforts to accommodate light-duty sworn members. There  

is also a concern that accommodative positions not be merely “make work”  

positions. However, there is no evidence to suggest that the Department has had 

difficulty in providing acco mmodative positions to date. As well, not all of  the 

positions t hat have been ident ified as being more appropr iately class ified as 

civilian hav e been us ed as accommodative pos itions. Further, a review of the 

policing literature provides no evidence th at increasing civilianization in polic e 

departments has prevented, or hindered,  the accommodation of light-duty 

officers. It is noted that officers who are being accomm odated are being paid 

their usual salary and that most acco mmodated positions are for the short term 

rather than the long term.  

The VPD is a sufficiently large and divers e organization that there will always be 

opportunities to plac e accommodated office rs. This is evidenc ed by the VPD’s 
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ongoing participation in a local universit y’s Field Practice program, wherein 

senior level students (often up to five at a time) complete full-time, semester-long 

placements in the Department. These student s participate in a var iety of projects 

and initiatives, any number of which would be suitable for an accommodated 

officer. The VPD wo uld always  retain the ability to temporarily fill a civilian  

position with an accommodated sworn officer should the need arise. 

 

Survey of Accommodation in Selected Canadian Police Services 

Several Canadian police s ervices were surveyed to determine the strategies  

used to accommodate sworn officers . The results of this telephone survey are 

presented in Appendix M. A review of the table indi cates that none of  the 

departments surveyed have a formal po licy on accommodation although var ious 

arrangements are made to ensure that light-duty officers have a position. 

Recommendation: The VPD s hould c onsolidate a ll of its current polic ies on 

accommodation into one for mal policy  that would include, among other  

components, the procedure for assigning an officer to an accommodated position 

and provisions for periodic review. 

Recommendation: In developing a policy  on acco mmodation, the VPD should 

be guided by best practices in other police departments as well as by  the 

accommodation policies and procedures of the City of Vancouver and other best 

practice municipalities in North America. 
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Developmental Positions 

The issue of developmental positions is  often raised in dis cussions about  

civilianization. Concer ns are expressed t hat the civilianization of positions  will 

reduce the number of opportunities for sworn members and limit the ability of the 

senior management to use certain posit ions for developmental purposes. A 

review of the policing literature, however, does not suggest that departments that 

have converted sworn positions to civilian positions have experienced any undue 

difficulties maintaining an active developmental program.  

 

Developmental Positions in the VPD 

There is, within police depar tments, the need to have positions that can be 

utilized for career developmen t. In t he Vancouv er Police Department, th e 

Planning and Resear ch Section and t he Human Resources Section are two 

areas that have been consistently used for developmental purpos es. These two 

areas, along with the Recruiting Section, were identified as areas that coul d be 

used for developmental positions by the sw orn officers and civilians interviewed 

in the context of the civilianization study. 

As previously noted, civilianization is  often viewed as limiting the number of  

positions that are available for sworn officers and this, in turn, is seen as  

compromising the Department’s  ability t o assist officers in their car eer 

development. It is possible, however, for a police department to maintain an 

active program of developmental positions within the f ramework of civilianization. 

The experience of other North American polic e depa rtments has been that 

civilianization does not compromise the abi lity to maintain an active officer 

development program. Officer development is contingent upon the career paths  

of individual officers and, as such, the s pecific positions that a sw orn officer may 

be placed in, and the length of time in t he position, will vary. In a large polic e 

organization, there will be many  opportuniti es for sworn members to work in  
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concert with civ ilians, an experience that  will enhanc e, rather than detract from, 

career development. 

 

Survey of Developmental Positions in Selected Canadian Police 
Departments 

Telephone interviews were conducted with senior hum an resource managers in 

nine major Canadian polic e departments (see Appendix N) to determine which 

positions in their organization ar e considered developmental positions. Although 

none of t he departments surveyed hav e a formal policy on developmental 

positions, most employ informal development requirements: one agency requires 

investigative experience for promotion to Staff Sergeant in an investigativ e unit;  

one has  a patrol supervisory experience requirement for promotion to Staff 

Sergeant; in another the Chief’s  Exec utive Officer position has evolved as  a 

grooming position for the Deputy Chief Position.  

Representatives from all of the polic e departments surveyed indicated that 

human resources personnel are available to  assist officers in identifying and 

meeting development al r equirements and those supervisors and managers are 

encouraged to work with their member s to develop career goals and plans.  

Personal and career development, however, is generally self-directed. There was 

general agreement among those surveyed t hat, in the absence of a defined 

organizational policy or career tracking/mapping me chanism, career planning 

and development choices can yield haphazard,  inconsistent results. To that end, 

several agencies have, or are in the pr ocess of defining r equired competencies 

for all positions within the organization to  enable them to more effectively link  

performance management, per sonal development plans and c areer planning.  

Defining which pos itions can be devel opmental for promotion or lateral  

movement in the organizati on is seen as an additional benefit of completing t his 

process.  
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The Ontario Provincial Police is perhaps most advanced polic e service in this 

area. Members are encouraged to wor k with divisional adv isors to identify 

interests, career targets and goals early in  their careers. They are coached in the 

development of a career plan and preparation of a resume that links  their  

experience with job descriptions  and requ irements. Personal development plans  

are built based on gaps identified in cooperation with their supervisor and 

advisor. Career plans , held in the indivi dual officer’s personnel file, are updated 

regularly, and are submitted with resumes and job applications.  

Four of the police ser vices surveyed have,  or are in the process of developing,  

succession plans for senior officers. One agency indicated t hat they will be 

developing succession plans for  the Serge ant and  St aff Sergeant ranks in the 

near future.  

Recommendation: The VPD should develop a wri tten policy on developmental 

positions. This would ident ify the objectiv es of dev elopmental positions  and 

identify potential areas of placement throughout the Department. 

 

Opportunities for Shared Services Between the VPD and 
the City of Vancouver 

The Review of the Vancouver Police Department’s Staffing Requirements 

(Griffiths, et al., 2005) recommended that  the VPD explore the potential for 

shared services with the City of Vancouv er in order to reduce cos ts and increase 

efficiency. The issue of shared services is  peripherally related to civilianiz ation, 

as the persons in the VPD who are, or  would be, involved in suc h arrangements 

are generally c ivilians. Shared services are most often considered in the cont ext 

of discussions regarding staffing levels and operational costs. 

A telephone survey was conducted of several Canadi an polic e departments 

regarding shared ser vice a rrangements (see Appendix O) . The results of this 

survey indicate that, among the polic e departments survey ed, there are only  

limited shared service arrangements. Some  departments (i.e. the Toronto Polic e 
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Service), appear to have no shared service arrangements . There is an 

opportunity for the VPD to be considered a best practice polic e department in 

terms of shared services. 

There are currently a number of shared services, in cluding Fa cilities, Stores, 

Purchasing, Information Technology and the VPD fleet. There is, for example, an 

embedded City of Vancouver em ployee who is resp onsible for all of the covert 

(unmarked) vehicles operat ed by the VPD.  Table 11 illustrates the shared 

services opportunities. 

TABLE 11 – SHARED SERVICES OPPERTUNITIES 

Section Shared 
Opportunity Implementation Stage 

Building Maintenance & 
Facilities Yes Already implemented. 

Information Technology Yes Already implemented. 

Fleet Yes Already implemented. 

Purchasing and Stores Yes 

Already implemented for standard 
purchasing. Other potential 
opportunities identified include 
using Corporate Purchasing staff to 
order specialized equipment as well 
as to work with the City initiative of 
Supply Chain Management (SCM). 

Account Payable Yes Dovetail with City initiative. 

Payroll Yes 
2006 – Review business case, 
processes. Recommend a working 
group be established. 

False Alarm (FARP) Yes 
Review processes – Licenses & 
Inspections. Recommend to transfer 
to COV. 

311 Call Centre Yes Part of City project review. 

Communications Min Better information exchange. 

Human Resources Min Continue on-going info exchange 
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Section Shared 
Opportunity Implementation Stage 

Information and Privacy No N/A 

 

 

Interviews with VPD and City of Vancouver Personnel 

Interviews were conducted with sworn and civilian members of the VPD as  well 

as with City of Vanc ouver personnel (See Appendix P).  Respondents were 

queried on a number of issues, includi ng the current arr angements for shared 

services between the VPD and the City of Vancouver, potential areas where 

shared services arrangement s might be developed in the future. As well, 

respondents were asked to identify the po tential ob stacles to increasing the 

shared service arrangements between the VPD and the City of Vancouv er and 

how such obstacles could be addressed and overcome. 

 

Progress in Establishing Shared Services 

Information provided by respondents on the nature and extent of  shared services 

indicates that, during t he past several year s and during the last 12 to 18 months  

in particular, considerable progress has been made in this area. The author  of a 

comprehensive study of shared serv ices among de partments in the City of 

Vancouver expressed general satisfaction with the efforts of the VPD in exploring 

and establishing shar ed services and in the progress to date. A number of 

service agreements are in place. The pace of progress in other ar eas, however, 

depends upon the specific issue under c onsideration. Further, there are at the 

present time plans to extend service sharing to a variety of other areas.  

The general view of  a number of City of Vancouv er personne l was that  the 

positive change in the nature of the work ing relations hip between the City and 

the VPD was due to a more open and forward-looking approac h taken by the 
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new generation of leadership  within the VPD. The point  was made by a number 

of the City  of Vanc ouver respondents that  there are very few obstacles t hat 

cannot be constructively addres sed or re solved as long as  there remained the 

willingness to share a common objective to do so.  The Gener al Manager of 

Human Resources for the City of Vancouver , for example, indicated that three or 

four years ago, the relationship between VPD and the COV wa s poor. However, 

it has impr oved signif icantly since that time with the c urrent VPD Executive.  In 

some instances, organizational cultures and individual personalities were cited as 

having presented c hallenges to produc tive dis cussions about, and the 

implementation of, mutually-beneficial shared service arrangements. 

Senior management at  the VPD and the City of V ancouver are committed to 

implementing shared services wherever there is a demons trated overall benefit.  

This commitment is c urrently demonstrated with shared serv ices agreements in 

the VPD Fleet, Facilities, Stores and Information Technology Sections. 

Following is an exam ination of shared service arrangements,  or the absence 

thereof, for a number of key components of the VPD. 

 

False Alarm Reduction Program (FARP) 

As mentioned previously, the general c onsensus of senior swor n managers and 

of the Deputy Chief Constables  was t hat the False Alarm Reduction Program 

should be transferred to the City of Vancouv er. This wo uld include the positions  

of False Alarm Reduction Coor dinator and the four clerk typists, all currently 

civilian positions. 

To determine the issues surrounding the tr ansfer of FARP from the VPD to the 

COV, an interview was conducted with the Chief License Inspector/Co-Director of 

Licenses and Inspections in the City of  Vancouver Licenses and Inspections  

(L&I) Department.  The Director was queried about the issues that will have to be 

addressed in any move to transfer the FARP office to the COV.  
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In the view of the Director, from an operations point of view it makes sense to link 

FARP with the City system.  FARP has some of the same information as 

Licensing and Inspections including a ddresses and business  owner names. 

There is already considerable cross- over between L&I and F ARP as F ARP 

requires alarm contractor and alarm permit verification. 

The Director noted that the current arrang ements affect the le vel of customer 

service. The FARP of fice is in an odd location. Custo mers must be sent “off-

campus” for service even though many cu stomers are also seeking a business 

license or a permit. His view is  that the false alarm information should be o n the 

City system to facilitate information sharing. Efforts are underway to integrate the 

two systems. For example, FARP’s revenue is already tracked through the City’s  

budget process. FARP is currently look ing at their business practices and the 

potential for additional revenue.  Business process will be reviewed as part of the 

system change process. 

There are a number of issues  that will need to be add ressed. The Department of  

Licensing and Inspections is currently invo lved in a project with FA RP to install a 

new software system which is currently being used by L&I to replace FARP’s 

antiquated system.  A contract or has been hired, staff training has started and 

the installation is scheduled to commence in the next month or so and to be 

completed in early 2006.  This project is being manag ed by FARP with L&I in an 

advisory role. 

There will be a logistics and  space issues  if FARP is  moved under the COV.  

There will also be a need to  look at work load.  Cu rrently, the Licens ing and 

Inspections department has 12 full-time st aff and hires temporary staff for the 

busy licensing season, which runs between December and March.  If the two are 

amalgamated, this would assist L&I to meet workload demands. 

There are other efficiencies  that can be gained by an amalgamation. Currently, 

information on emergency contacts for busi nesses is sent to the VPD whic h is  

then entered into a file. That information should be stored on the actual business 

license so that it can be located in one place. 
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There are a number of decisio ns that need to be taken as  soon as possible. This 

includes putting a hold on the installati on of the new software system in FARP. 

As well, there will be  a need to look at re sources and the specifics involve d in  

moving the office to COV, including space issues at COV. 

There is also a systems support issue. Cu rrently, FARP is suppor ted by VPD IT. 

If FARP is transferred to COV this would require additional IT resources. There 

will als o be a need t o explore links to  VPD and ECOMM and to integrate the 

information that is gathered. As well, the issues surroundin g security will ne ed to 

be reviewed, as staff will have access to VPD call information. 

When the decision is  taken to  integrate FARP into COV operations, the Director 

estimates that the transition could be co mpleted by November, 2006. There is a 

window of opportunity during the summer months when L&I does its updating. 

Recommendation: That the positions of False Alarm Reduction Coordinator and 

the four clerk typists be transferred to the City of Vancouver and a transition plan 

be prepared to effect this change by the end of 2006. 

 

Facilities Section 

All activ ities related to facility maint enance for the VPD is centralized and is  

managed by the City. There was no indic ation from the persons  interviewed at 

the City that there are further shared services arrangements required in this area.  

There is a n Inspector in charge  of fac ility-related issues at the VPD. Th is work 

includes new facility development and existing facilities. 

The Inspector works with the City of Vancouver Facility Design and Management 

Department to identify and dev elop the VPD’s new fa cility needs and to ide ntify 

other need s regardin g current  VPD facilities that will require transition fu nding 

from the Capital Plan Proces s which o ccurs every three years. He also 

represented the Department on the Sta ff Review Group which is a grou p of  

managers from the various City departments who discuss all the Capita l Plan 

submissions, prioritize them, and determine what will be funded. 
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The most recent Capit al Plan process occurred in 2005 for the funding for 2006-

2008. The VPD received $20 m illion for a new property office, dog kennel and 

$1.3 millio n in transition fundin g. The Inspector is also resp onsible for the 

management of these projects from t he VPD s ide, although construction is  

handled by the City. He is also responsible for the management of the new range 

project which has funding from a previous Capital Plan. 

The Inspector’s duties include managing t he Property Office facility and the 

transitioning needed to prepare for the move  to the new facility in 2008. The 

Property Office is responsible for the safe storage and control of all evidence and 

property coming into the VPD. There is a considerable amount of work that will 

be needed to prepare for the move and to dev elop best practices in an operation 

that has been neglected for many years. 

The Inspector is also responsib le for all the day to day  facility needs at all VPD 

buildings. This includes the ordering of new desks, coordinating moves of various 

sections within VPD buildings, ergonomic  upgrades and renovations. Requests 

are constant and go from minor to majo r work. The Inspector works with City 

maintenance people who ar e responsible for the maintenance of all VPD 

buildings. 

The Inspec tor currently doing this job is  there on a temporary basis due t o the 

ongoing facilities project work which requires the skills, training and experience of 

a sworn police officer. He is actually a ssigned to the fifth Car 10 Duty Officer 

position. The Department does not plan on keeping an Inspector in this role for 

the long-term and is doing so for the purpos es of the project work only. It should 

be noted that there i s no authorized facili ties position within the VPD (either 

sworn or civilian). 

The day to day facilities work was previously supervised by a s pecially trained 

civilian and could, onc e again, be carried out by a c ivilian who would reports to 

the Directo r of Facilit y Desig n a nd Manag ement. However, sin ce this po sition 

does not c urrently exist at the VPD there is no position to enter into a shared 

service arrangement with the City.  
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Information Technology 

An Independent Review of the VPD Information Technology Section completed 

in 2004 noted that this section was considerably under-staffed and unable to 

meet some of the VPD’s requirements.  A number of recommendations were 

made, including that additio nal positions be authorized for the IT section. The 

review als o identified some services that could be shared with the City of  

Vancouver and set out a method as to how this could be accomplished. 

One of the recommendations made in the review was t hat the VPD IT Help Desk 

be transferred to the City both in terms of the position and function. All VPD 

computer help enquiries are now being handled by a pool of experts at the City of 

Vancouver. The general consensus among the respondents was that this has 

resulted in an improvement in the quality of service and there is a positive view of 

this arrangement among VPD personnel who were interviewed. 

A point made by several of  the VPD personnel who were  interv iewed was  that 

the extent to which IT se rvices can be s hared between the VP D and the City  is 

limited. Some of these limitations are legal in nature and are governed by the BC 

Police Act. 

The IT Review also made a number of recommendations t o increase the 

rationalization of service between the VPD and E-Comm. Currently, the VPD has  

a data-sharing arrangement  with E-Comm whereby the Computer-Aided 

Dispatch (CAD) data are downloaded to t he VPD on a weekly  basis and the 

Records Management System (RMS) data are downloaded to the Department on 

a daily bas is. This remedies a s ituation that was commented on  in the Staffing 

Review (Griffiths, et al., 2005) whereby t he VPD did not have ready access  to its 

own data. This arrangement is a significa nt development in terms of building 

organizational capacity in the VPD.  
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The VPD and City respondents ex pressed general sat isfaction with the current 

shared services with respect to IT and i ndicated that there were no plans at  the 

present time to explore further shared services opportunities in this area. 

Information and Privacy Unit 

VPD and City staff who were interviewe d expressed s imilar concerns about  the 

potential for developing shared services for information and privacy functions. 

The City of Vancouver and the VPD are separate legal entities, and therefore, for 

the purposes of responding  to enquiries under the Freedom of Information Act, 

each should maintain separate staff for in formation and privacy m atters in order  

to avoid any conflict of interest and to ens ure the maintenance of confidentiality.  

Responding to enquiries under  the Ac t for both organizations  cannot and 

perhaps should not be perform ed by any one organization as it might raise legal 

and ethical questions. Further, separate files and elect ronic data would hav e to 

be strictly maintained, the cost of whic h may offset any benefits  from a shared 

service. In the view of the VPD and Cit y personnel interviewe d, there are no 

advantages to any shared services at this time.  

 

Public Affairs and Marketing 

The VPD maintains an active public  affairs and marketing progra m. The Director 

of the section is a civilian with ext ensive media expertise. Among other activities, 

the VPD c onducts daily press briefings an d issues press releases. The VPD 

Public Affairs and M arketing Section is  a well-developed, mixed team model 

composed of civilian and sworn members.  In the view of the respondents who 

were interviewed, there was not currently any benefit to, or potential, to dev elop 

shared services in this area. The VPD and the City do participate in city-wide 

emergency/major disaster situation coordination via E-Comm. There are no other  

collaborative or cost-sharing initiatives.  

That said,  there are some distinct possibilities f or gr eater sharing and 

coordination of information and public announcements fo r more effective service 
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to the com munity. During the recent VPD public campaign on c rime prevention 

launched recently, there was no attempt to contact the City either to alert them of 

this new c ampaign or  to ask whether t he City's public information boards could 

be used to assist the campaign. Although not  strictly within the purview of shared 

services, greater collaboration on public  information and messaging would 

certainly have advantages and greater effo rts at coordination should be made in 

this regard. Another exampl e of possible c ollaboration cited by several of the 

respondents was the potential cost-savi ng benefits in t he area of media 

monitoring services. T he City pur chases media monitoring licences in blocks  of 

50 licences and could share the cost of these with t he VPD if the Department 

also paid and utilised the media monitoring service.  

 

311 Call Centre 

The 311 Call Centre is a new initiative currently being explored and is modelled 

on similar systems in Cal gary and Chicago. It is designed to deal with non-

emergency calls and to improve public  access to all municipal service 

information. Discussions are currently being held between the City of Vancouver, 

VPD and E-Comm regarding implementation of a 311 Call Centre for Vancouver. 

It is anticipated that the new sy stem would allow members of the public to call 

one number at which specially  trained personnel would ensure that the requests 

for information are dealt with efficiently and callers can be given the information 

directly or be transferred to the right person in the appropr iate department. It  

would not only centralize all enquiries but also greatly enhance the current  

system of public access to information.  

The potential for the 311 system to be a shared service bet ween the VPD and 

the City is currently being explored.  The Inspector in charge of the 

Communications Sect ion stated that two of  the three civilians currently working 

as VPD s witchboard telephone operators could potentially  be transferred to the 

City as 311 operators. 

Recommendation: That the VPD continue to support the 311 Call Centre 
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initiative and the opportunity for shared services with the switchboard telephone 

operators. 

Fleet Services Section 

The position of Manager, Fleet  Services Section, was  civilianized in 1994 and is  

currently staffed by a Sergeant on an in terim basis. All VPD vehicles are being 

maintained by the City except those a ssociated with covert and top secret  

operations. The City handles a ll procurements, outfitting, servicing, maintenance, 

and decommissioning of all non-covert vehi cles. The current VPD fleet manager  

is a sworn officer reporting to an Inspecto r, and acts as the liais on with the City. 

An embedded City employee works within the VPD fleet handling the covert 

vehicles and their maintenanc e. Although this staff mem ber liaises with the City,  

no detail concerning those vehicles is divulged. In addition, the City of Vancouver 

Radio Shop is responsible for the installation and maintenanc e of the police 

radios. 

Having a VPD fleet manager is viewed  as important and necessary. That 

manager is required not only to underst and the operational aspects of polic e 

work (in so far as they relate to polic e vehicles) but also to understand the area 

of competitive bidding and the relevant le gislation and technicalities involv ed in 

the purchasing process.  

The Fleet is an existing shared service between the VPD and the City that is  

working very well. 

 

Finance 

The Director of Financial Services at VPD indicated that there appear to be 

limited opportunities for additi onal shared services in th is area or to integrate 

financial s ervices bet ween the VPD and the City. T he question posed by the 

Director was whether there were any benef its of re-l ocating financial personne l 

from the VPD to the City, ei ther in terms of costs savi ngs or efficiency. Given the 

number of VPD s worn and c ivilian personnel, there are argum ents to be made 
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that having financial personnel on site and accessible to sworn members and 

civilian employees is  more efficient than if those sam e services were reloc ated. 

There are also benefits of the VPD hav ing its own financ ial analysts, as on-site 

staff are essential to ensur e quality of s ervice and t here are also issues o f 

confidentiality and security of information. 

At the present time, the Finance Section feeds information into the “Systems, 

Applications and Products” (SAP) system  and the cheques are issued by the 

City. All payments are integrated into SAP. As we ll, there are shared servic es in 

the purchasing area and this works well. Stores is also a shared service area and 

appears to be working well. 

 

Accounts Payable 

The Manager of Acc ounting Services fo r the COV was interviewed with r espect 

to shared service opportunities. She stated  that, several years ago, the City of 

Vancouver decentralized the Accounts Pay able function.  The result was that 

City depar tments, including the VPD, established their own systems of 

purchasing and invoic ing.  T his resulted in a situation wher e the COV received 

invoices from a number of different sources (over 300) and was not able to easily  

relate many of the invoices to the pur chase orders and received goods.  There is  

a concern that decentralization has apparently gone too far and that there is now 

a need to r everse the process city-wide. To this end, s he noted t hat the COV is  

now proposing to begin discussions with the various City departments to alter the 

Accounts Payable system with the objecti ve of cre ating a more centralized 

system.  In  her view, shared services in  the Accounts  Payable area is about the 

process of centralizing functions. 

The Manager of Accounting Services identi fied two particular areas of concern to 

the City with regar d to t he VPD’s cur rent system of  accounting: travel 

reimbursements and the large amounts of cash that are being processed by the 

VPD.  The City’s own system of travel reimbursement is on erous and there are 

strict requirements that have to be followed. The VPD accounts for approximately 
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48% of the City’s travel and training budg et and the actual forms are sent to 

Corporate Accounts Payable for input. The Travel and Training Clerk handles the 

administrative functions and, in  her view, it is not likely  that this position could be 

relocated centrally. There are, however, opp ortunities to str eamline the process. 

In her view, these two areas require the attention of the VPD.  

The Director of Financial Servic es for the VPD noted that the cash referred to by  

the Manager of Accounting Ser vices is stri ctly for specialized police opera tions 

and is not used in any day-to-day transactions. Most transactions involving police 

officers are dealt with by means of c heque with the exception of a small amount  

of petty cash. In addition, the travel process for VPD members has changed in 

the past year and offi cers are now required to submit pre-travel and post-travel 

documentation.  

The COV will be proposing a central system for purchase orders, goods receipts, 

invoices, and payment information. This  is p art of the City’s Mat erials 

Management and Supply Chain Management Proj ects.  The City is planning to 

engage with various  departments (including the VPD) on  a one-to-one basis so 

as to align all of these functions.  To  date, t he City ha s not yet approached any 

department formally, although there is a draft proposal that has been prepared by 

the City which outlines  proposed changes in Accounts Pa yable. The Manager of 

Accounting Services was uncertain as to the status of this proposal, but did know 

that it has not yet been shared with th e VPD or any other City department. 

Further, the City has not yet undertak en to implement changes  on a city-wide 

basis in the Accounts Payable process.  

In the view of the Manager of Account ing Services, there are a number of  

potential benefits to expl oring with City depar tments shared services in  the 

Accounts Payable ar ea. In her view, idea lly this would involve a broadening of 

the use of  Purchase Orders in the field and maint aining the Goods Receipt  

function at the departmental level.  The primary benefit  to be gained from moving 

the Invoice Receipt to a shared s ervices group would be a standardized proc ess 

for invoice payment which, in turn, woul d provide increased timeliness. An added 
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benefit would be that all invo ices are processed and filed in one central location 

so that inquiries from suppliers can be better handled. 

There are currently 1.44 Full-Time Equivalent (FTE) positions in the VPD dealing 

with accounts payable. The VPD Director of  Financial Services stated that this 

includes one full-time Accounts Payable Clerk and a Travel and  Training Clerk 

who deals with accounts payable as part of her duties. This is not viewed by  the 

VPD as an appropriate area for shared se rvices. There are a small number of 

employees dedicated to this task who service a large number of staff. 

Once the COV formalizes  their proposal to review Ac counts Payable City-wide,  

the VPD will participate al ong with other City departm ents in  examining shared 

services opportunities for Accounts Payable. 

 

Purchasing and Stores 

The Vancouver Polic e Department Core Services Review (Meeres and Eely,  

2002) recommended that the Stores Sectio n remain decentralized and within the 

VPD. Since that time, howev er, the Stores  Section has been c entralized under 

the supervision of a part-ti me City employee and, by all accounts, is working 

quite effectively and efficiently. Effective March 2005, the City of Vancouv er took 

over the management of t he VPD's  Stores under a si x month service level 

agreement which has  been extended for anot her 12 months. A City employee 

currently, on a part-time basis, supervi ses two staff mem bers within the  VPD 

Stores Section. The current arr angement appears to be working well and 

relatively efficiently. There may be a need for an additional staff member with 

VPD Stores to reduce the non-supervisory tasks of the City supervisor. 

In the last 3-4 years, signific ant inroads and gains hav e been made to incre ase 

the efficiency of central purchasing and st ores. This was cited by a number of  

VPD and City respondents as a success story in shared services. Tagging, the 

inventory database management and maintenance, warehousing, and equipment 

purchasing have been further streamlined since early 2005. 
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As well, respondents indicated that th e current system of Supply Chain 

Management was working well and a consi derable amount of effort has been put 

into dev eloping an efficient purchasin g policy  for the City of Vanc ouver. 

Developing shared purchasing with VPD must therefore be seen in the context of 

other City departments such as Fire Servic e, Parks and the Libr ary. A number of 

City respondents indicated that greater overall progress had been made with the 

VPD in this realm than with other City departments.  

The purchase of specialized equipment, including firearms and uniforms, are two 

areas whe re the VPD still func tions auton omously. It is unlike ly that the City 

would bec ome involv ed in purchasing firearms for the VPD, as there is no 

resident expertise at the City to make  informed decisions on firearms. Ther e 

have been some attempts to devel op shared purchasing of specialized 

equipment. The City  does manage a central contract that includes uniform 

cleaning for the VPD. 

In the future, it is anticipated that the VPD Stores Sec tion will be moved back to 

the Financ e Department where it was previ ously loc ated. This move is being 

viewed as a further step towards greater  efficiency and alignment of shared 

services with the City. Any obstacles t hat existed t o prevent that efficiency  

previously are now viewed as historical and not insurmountable. 

Purchasing has certainly been a key area of shared services and has s hown to 

have improved the efficiency and level of  service. The City of Vancouver n ow 

administers all the contract services fo r consultants for the VPD and proces ses 

the contracts centrally, ensuring consist ency with the City's other  contracts and 

departments. It also allows for common contracts to be shared and economies of 

scale to be gained (e.g. common cont ract with photocopying companies, 

corporate travel services).  

The purchase of ammunition and other police equipment remains within the 

purview of the VPD. In th is regard, in November 2004, the City Manage ment 

Team (CMT) approved the Strategic Supply Chain M odel (SSCM) which has 

formed the basis of seeking common contracts for all City depar tments including 
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the VPD. Progress of the SSC M, by all accounts, certainly appears to be going 

well and t he obstacles can be categor ized primarily as change management 

issues. The underly ing goal of  the SSCM is securing best value – economically , 

environmentally and in terms of sustainability – and not just in terms of price. The 

City has hired two well-qualifi ed buyers and it is antici pated that addit ional staff 

may be required to manage the database. Th is helps avoid any perception that 

the VPD or any other municipal department favours one particular supplier. 

 

Payroll 

Payroll is  perhaps the mo st contentious  area in terms of shared service 

discussions and the area in which the least amount of  progress has been m ade. 

Over the past several years, there hav e been suggestions that  the VPD agree t o 

a centraliz ed model of payroll within the City. In response, the VPD has cited 

multiple c ollective agr eements, security , and quality of service issues as  the 

primary obstacles to a more centralized model for payroll.  

Several of the COV staff interviewed stated  that, in the past, there was a  definite 

“them and us” dynamic surrounding disc ussions about payroll.  Indiv idual 

personalities on both the City side  and VPD side also  played a r ole in creating 

this type of atmosphere and hindering th e development of a collective vision.  

However, it was noted that  the c onfrontational approach has s ubsided in recent 

times as evidenced by the progress made by the VPD and the City in wor king 

through differences and difficulties to achieve shared service agreements in other 

areas. There was optimism that the iss ues surrounding the p otential for shared 

services in the area of payroll could be worked out. 

The Manager of Accounting Services for the COV noted that the payroll s ystem 

for the COV is currently centralized withi n the City’s Payroll department.  The 

COV handles the City departments’  entire biweekly p ayroll. There are, however, 

several functions relating to VPD’s Payroll that still remain within the VPD Payroll 

department.  This is also the cas e with the Vancouver Fire and Rescue Service. 

These include the addition of new hires, pay rate including promotion-related pay 
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rate changes, temporary reassignments,  WCB claims, ICBC wage-loss claims, 

and termination, among others.  The Manager of Acc ounting Services indic ated 

that it was these functions  that the COV would like to  see transferred to the 

COV’s Payroll department although, in her view, the transfer would not have to 

involve the actual relocation of payroll sta ff from the VPD to t he COV as different 

models of service delivery could be considered. The COV would, however, like to 

see the reporting structure altered such t hat VPD Payroll staff report functionally  

to the COV’s Payroll department.   

The Manager of Accounting Services for the COV also indica ted that the Cit y 

would like the VPD to make greater use of the Electronic Staff Action Forms 

System, which is already in use within the City and wh ich feeds into the master  

payroll file system. The primary issues within the current system are the absence 

of common standards and qual ity of service issues. The Manager  of Accounting 

Services also noted that 75% of what is usually referred to as a “payroll iss ues” 

are not, in fact, payroll iss ues. Rather, mo st often thes e are “time entry” issues, 

e.g. missed hours, holiday time, overtime not entered, shift premium, etc.) Thes e 

issues are the responsibility of the direct supervisor and time entry staff and are 

best handled/resolved at that level. The COV has encouraged departments to 

centralize their time entry staff within t heir business units and to ensure that staff 

has the requisite training and expertise.   

In her view, this is a separate, but rela ted, function that should remain within the 

VPD. However, she would re commend that there be a sm aller, more specialized 

group of time entry staff who perform this function to ensure uniformity, accuracy, 

and consistency. If time entry is done correctly, then the remainder of the payroll-

related functions can be done at a central location.  Any queries on payroll that  

are related to time entry can then be answe red by the time entry staff who are on 

location. 

It was the view of the COV Manager of Accounting Services that payroll queries 

and problems can be minimized by stream lining the time entry function and by 

centralizing the payr oll function within the COV.  However, altering payroll  
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functions should not be undertaken without also examining the ov erall efficiency 

in time entry functions as well as over time payment polic ies. Centraliz ing all 

payroll functions does not necessarily mean that payroll relat ed queries  wil l 

decrease.  Payment for overtime should generally take place within the same 

period that the overtime work was done and should not be accumulated and paid 

in a very large sum at a much later date.  In her view, this practice interferes with 

financial planning processes and makes it more difficult to keep track of budgets  

and expenditures.  Such polic ies should also be addressed while looking at 

payroll function centralization.  The Mana ger of Accounting Services noted that, 

although payroll staff from  the City and the VPD meet  regularly to discuss 

specific payroll-related problem s, to  date there have been no senior-level 

meetings or any formal negotiations in the last several years with respect to the 

centralization or service s haring in relation t o payroll functions. The VPD is part 

of the City of Vancouver Payroll syst em and uses the CO V SAP system and 

payroll forms. The information gathered in the interviews suggests that there has  

been no c hange in payroll proc edures in t he last five years and it remains an 

area of potential shar ed services. There is  certainly room for further discussion 

and it is c ertainly time to revisit  what were considered obstacles to explor e the 

potential for shared services in this area.  

The VPD 2004 Staffing Report requested o ne additional civ ilian position for t his 

Section. Some discussions wer e held between the City an d the VPD reg arding 

the potential for transferring this  function to the City. In the Review of the 

Vancouver Police Department’s Staffing Requirements (Griffiths, et al., 2005), it 

was recom mended that one civ ilian positio n be approved, pen ding a shared 

services review and further discussi ons between t he VPD and the Cit y of 

Vancouver.  

Security has been identified as  one of t he primary obstacles to developing a 

shared services arrangement for payroll.  However, City officials noted t hat a 

number of steps have been taken to address the issue of security of information 

as well as the security level of staff who work in payroll. The City's payroll sect ion 

is now housed in a more secure location an d is not accessible to staff other than 
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those who have been security cleared. Addi tional staff are in the process of 

receiving enhanced security clearance. Access to payroll data and information is  

also much more restricted with the in troduction of access codes. Any shared 

service agreement would lik ely provide that  payroll matters for covert operati ons 

remain with the VPD. This, in itself, is a complex issue as sworn members of the 

VPD will c hange jobs  many times within their career, moving between uniform,  

detective and poss ible undercover assignm ents. It should be noted that, at the 

present time, there are civilian staff in the VPD who have not completed 

enhanced security clearances. These persons were hired in the Department prior  

to the requirement that all VPD employees , sworn and civilian, receive enhanced 

security clearance prior to assuming their positions. This issue is  currently being 

negotiated between the VPD and the T eamsters Union representing civilian 

employees.  

The multiplicity of collective agreements also provides a challenge to centralizing 

payroll policies and practices. Legal ad vice has been sought  as to whether 

strategies could be developed to harm onize the various collectiv e agreements  

and the legal opinion was that this may be possible. Further legal research on the 

current situation would be advisable. It has been suggested that a "virtual" model 

of shared services for payroll may be an opti on to consider (i.e., indiv idual staff 

members could rem ain physic ally at VPD but report to the City payroll 

department). Another union iss ue to resolv e would be the fact that VPD Payroll 

personnel belong to the Teamsters Union and the City Payroll staff are members 

of the Canadian Union of Public Employees (CUPE).  

Another is sue that has been raised in th e past was the lack of  detail on pay 

advice slips. However, pay advice s lips now contain detailed, itemized 

information including payments and dates for overtime occurrences. As well, the 

VPD uses the standard City of Vancouver pay advice slip.  

In the view of sev eral VPD personnel who were interviewed, it would b e 

imperative that time-entry staff remain  within the VPD as these persons are 

responsible for the accurate and timely  entry of hours worked for over 1,500 
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sworn and civilian employees. Any discrep ancies or errors would be addres sed 

at the time entry staff (for accuracy of data entry) or supervisor level (for approval 

of overtime) within t he VPD. This wo uld eliminate the need for any qu eries 

relating to payroll to be made at the City level. Payroll is currently located at 2120 

Cambie Street which makes it very convenient for VPD staff to make enquiries  

about pay  related iss ues. Disputes over pay are curr ently resolved quickly  and 

efficiently with staff on-site who have co rporate knowledge and experience with 

the relevant Collectiv e Agreements and uni que shifting patterns.  There are also 

concerns from the VPD over who s hared service payroll staff would be 

accountable to. They currently fall under the control of the Inspector in charge of 

the Human Resources Section. If the st aff was answerable to someone at the 

City, and not a VPD manager, it could c reate a new road block in dis pute 

resolutions.  

There are many municipalit ies in whic h pay roll is  ma naged by  the City rather 

than by the police department. These de partments do not appear  to experience 

any difficulties with t his a rrangement and it is an es tablished, cost-effe ctive 

practice. There are a number of models of shared services  in payroll that can be 

considered, some of which would not invo lve a total transfer of payroll fun ctions 

to the City. Shared s ervices can take different forms and does not necessarily 

mean total centraliz ation of s taff or functions. What is important is the 

centralisation of superv ision, management and expertise. One possible scenario 

might be for the VPD t o retain some payroll administrative functions. These staff 

would be guided by the Cit y's payroll central management on all polic ies and 

procedures, while still servi ng the needs of VPD staff. The VPD has the largest 

budget and number of personnel of any City department and VPD personnel 

contend that this should be considered in any discus sions of potential shared 

services in this area.  

When interviewed, the Inspector in char ge of the Human Reso urces Section and 

Payroll expressed many of the above-not ed concerns. However, the Inspector 

indicated a willingnes s to participate in meetings with the City to explore the 

possibility of shared services in  Payroll.  He noted that he is always willin g to 
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explore any opportunities for efficiencies wi th the City that can provide equal or 

better service.  

This is clearly an issue that cannot be re solved in the short-term and will re quire 

further dialogue and study by the relevant payroll stakeholders at the City and the 

VPD.  

Recommendation: That the VPD and the City of  Vancouver create a working 

group comprised of VPD and Cit y of Vanc ouver Payroll profess ionals to exp lore 

implementing shared services in the area of Payroll.   

The working group will:  

 report to the Steering Committee;  

 be co-chaired by the VPD and Cit y of  Vancouv er managers who are 

responsible for Payroll; 

 be established no later than April 30th, 2006; 

 conduct all analysis necessary, including costs and benefits, to determine if 

there is a reasonable business case fo r structuring COV/VPD Payroll as a 

shared service; 

 present any disagreements to the Steering Committee; 

 develop an implem entation plan if the Steering Committee approves  

proceeding with Payroll as a shared service; 

 report back the final results to the Steering Committee by September 30th,  

2006. 
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Human Resources 

The General Manager  of Human Resource s for the City of Vancouver, who has  

extensive experience in human resource matters and in working with the VPD on 

human resource issues, offered his a ssessment of the potential for shared 

services in a number of areas. These included: 

Collective Bargaining 

The General Manager of Human Resources for the City of Vancouver stated that 

the Human Resources Department currently  deals with all collective bargaining 

issues on behalf of the City.  It overs ees the City Manager’s of fice on funding 

issues with respect to bargaining with VPD .  He noted that, currently, the GVRD 

labour relation does the collective bar gaining for the VPD and t he bargaining 

team includes City and VPD staff.  It is  this team which meets with the Polic e 

Union to resolve any  issues that arise.  In the view of the General Manager of  

Human Resources for the COV, this is not an area that coul d, or should, be 

brought in-house to the City.  The City mus t maintain an arms-length role in this 

area and is not considering any change to the current process.  In his view, there 

are no shared services opportunities in the area of collective bargaining. 

Health and Safety Division 

The Gener al Manager of Human Resourc es for the COV stated that the City  

currently gives suppor t to VPD officers on all WBC and disabi lity issues.  The 

City also handles  all ergonomic matters for the VPD out of the HR budget.  This  

includes things lik e work stations and spec ial chairs.  In his view, there are no 

further shared services required in this area. 

Labour and Employee Relations 

The General Manager of Human Resourc es for the COV noted  that the Cit y 

currently gives advice and s upport to  the VPD on griev ance proc esses, 

retirements, arbitration processes and other human resources matters in general.  

In the last year or two, he has met m onthly with the Deputy Chief Constable in 
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charge of Support Services to discuss majo r human resource issues. In his view,  

this arrangement is s atisfactory and an improvement over what existed three or  

four years previous. 

The General Manager  of HR for the COV st ated that there are no advantages in 

the City taking on any labour relat ions work for the VPD unless it was to contract 

with the Cit y for advice.  He noted that t here is currently an issue as to whether  

the City has the status of “empl oyer” vis-à-vis the VPD and recently lost a case 

on this question.  The ruling in this case suggests that the COV may not be able 

to assume any labour/employee relations functions from the VPD even if it was  

being considered.   

The City has sever al consultants in the field and decent ralised to other 

departments.  It would be possible for t he City to do the same for the VPD but 

this would not amount to shared services as  such nor would it necessarily result  

in any cost savings.  It would simply mean the City would hire one or two more 

consultants to sit in VPD to work in this area.   

With respect to labour relations and swor n members in the VPD, his view was  

that the City does not see any advantage in  taking over these functions.  Suc h 

labour issues often involve disciplinary action which is  usually handled by sworn 

police officers and should have nothing to do wi th the City.  Therefore, his view is 

that no further shared services in this area are required or recommended.  

Benefits   

The General Manager  of HR for the COV no ted that the City cur rently provides 

support, advice and c onsultancy services to VPD officers on benefits, pensions,  

and retirement assistance.  In his view, there are no additional shared services 

opportunities in this area.  
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Employee Documentation 

The City does not perform any of the f unctions with respect to recruiting,  

orienting, and training new police officers. These tasks are currently done by t he 

VPD and it is the view of the General Manager of Hu man Resources that these 

activities s hould rem ain within the purvi ew of the VPD.  He anticipates there  

would be no cost savings associated with developing shared services in this  

area. 

General Observations 

The General Manager of HR for t he COV offered a num ber of general 

observations on the working relationshi p between his  office and the VPD. He 

notes that, historically, the VPD and the City had a very  good working 

relationship.  There was a high degree of cooperation and collaboration between 

the two organizations , including shared serv ices and centralized functions.  At 

some point under previous leadership, however, t he VPD dec ided to perform  

many of the functions themselves and to  go their own way in many areas.  The 

General Manager noted that, recently, unde r the new VPD leade rship, there had 

been a ver y marked improvement in the natu re of the relations hip between the 

VPD and the City.  This, in his v iew, had resulted in very real positive changes in 

how things  are working between the tw o organizations.  It was the General 

Manager’s opinion that this positive chan ge and vis ion within the VPD should be 

encouraged and that undue pressure on the VPD in the midst of the major  

changes that are being made may be counterproductive.   

Implementing Civilianization 

This study involved a comprehensive ass essment of all positions in the VPD,  

with the exception of patrol and clerical support. An assessment of each position 

using a decision making tree compos ed of three questions  resulted in 11 

positions occupied by 19 sworn officers being reclassified as civilian positions. 

The findings presented in this report present the senior executive in the VPD with 

an opportunity to civilianize a number of positions  in accordance with  best 
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practice criteria. This  will resu lt in cost savings and, potentially, impro ve 

productivity and enhance the overall organizational envi ronment. Listed below i n 

Table 12 are the recommended positions to be civilianized. 

TABLE 12 – CIVILIANIZATION RECOMMENDED POSITIONS 

Unit/Section 
Current 

Personnel in 
Unit 

# Positions Recommended for 
Civilianization 

P&R 6SW/6CIV 1 Inspector, Planning & Research 

Quality Assurance 1SW 1 Inspector, Quality Assurance 

Health & Safety 1SW/1CIV 1 Corporal, Health & Safety 
Coordinator 

Special Invest. Sec. 1SW 1 Constable, ViCLAS 

Document Services 6SW/3CIV 3 Constable, Document Services 

Youth Services Sec. 1SW 1 Constable, Youth Referral 

Info & Privacy 1 SW/3CIV 1 Coordinator, Constable, Info. & 
Privacy 

Crime Analyst Unit 6SW 4 Constable, Crime Analysis Unit 

Patrol (Analysts) 4SW 4 Constable, District Analyst 

Robbery/Assault 1SW 1 Constable, Robbery/Assault 
Analyst 

Special Invest. Sec. 1SW 1 Constable, Statement Analysis 

Total 29SW/13CIV 19  

The following dates listed in Table 13 highli ght the timelines for converting sworn 

positions t o civilian positions  (subj ect to transitional HR accommodation 

considerations): 
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TABLE 13 – TIMELINE FOR CONVERTING SWORN POSITIONS TO CIVILIAN 

Position Timeline 

Inspector, Planning and Research (1) December 31, 2006 

Inspector, Quality Assurance (1) July 1, 2006 

Corporal (WSE), Health & Safety Coordinator (1) July 1, 2006 

Constable, ViCLAS (1) July 1, 2006 

Constable, Document Services (3) September 1, 2006 

Constable, Youth Referral Coordinator (1) July 1, 2006 

Constable, Information & Privacy (1) July 1, 2006 

Constable, Crime Analysis Unit (4) 
July 1, 2006 (x2) 

December 31, 2006 (x2)

Constable, District Analyst (4) 
July 1, 2006 (x2) 

December 31, 2006 (x2)

Constable, Robbery/Assault Analyst (1) July 1, 2006 

Constable, Statement Analysis (1) July 1, 2006 

 

 

The suggested timelines will giv e the VPD time to select suitable candidates as 

well as time to redeploy the exis ting offi cers in the id entified positions. In most 

cases, an overlap period with the existing officers will be required to transition the 

new civilians into the positions. It should be noted that several of these positions 

are currently occupied by accommodated police officers. This will require that the 
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VPD dev elop a Human Resources trans ition plan in order to further 

accommodate these officers within the De partment. It is ant icipated that the 

recruitment of a civilian director for the Planning and Research Section is likely to 

be a more lengthy process than that asso ciated with filling any of the other  

positions. 

As well, the VPD s hould make a commitment  to apply the criteria used in this 

project to any vacancies that arise as well as  to any new positions that are 

created in the Depart ment. This report also identi fied several positions  that 

should be the focus of additional study a nd analysis, includin g the pos ition o f 

Constable, Forensic Identification. Table 14 lists these future positions  to be 

reviewed. 

 

TABLE 14 – CIVILIANIZATION FURTHER REVIEWS 

Unit # Officers In Unit # Positions For Further Review 

Human Resources 7SW/8CIV 

1 

1 

1 

1 

Inspector, Human Resources. 

Sergeant, Labour Investigations. 

Sergeant, Attendance Management. 

Sergeant, Career Development Unit. 

Forensic Ident. 17SW/3CIV 1 Constable, Forensic Ident. Unit. 

Community Policing 4SW/1CIV 
1 

1 

Constable, Block Watch. 

Constable, Business Liaison Officer. 

Total 28SW/12CIV 7  

 

 

Going Forward 

The focus of this project was on the oppor tunities to c ivilianize positions wit hin 

the Vancouver Police Department. A number of positions currently occupied by  

sworn officers have been identified as being most appropriately classified as non-
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sworn, civilian positions. The potential cost savings to be achieved by converting 

these positions from s worn to non-sworn have also been calc ulated. In add ition, 

this report has addressed the issues related to accommodated positions, 

developmental positions, secondments and shared services. With the completion 

of the civilianization study and the timely implementation of the recommendations 

contained in this report, the VPD will es tablish itse lf as the clear leader in 

civilianization among North American police departments. 
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Appendix A – Vancouver Police Department Organizational Chart 

 

 



Appendix B – Vancouver Police Department Authorized 
Strength 

AUTHORIZED STRENGTH FOR SWORN MEMBERS February 2, 2006 
       
  CC DCC INSP SGT PC TOTAL 
       
OFFICE OF THE CHIEF CONSTABLE       
       
Chief's Office 1         1
EXECUTIVE SERVICES SECTION     1     1
Public Affairs & Marketing         2 2
Diversity Relations       1 1 2
INTERNAL INVESTIGATIONS SECTION     1 8   9
             
QUALITY ASSURANCE UNIT     1     1
             
Office of the Chief Constable - Total 1 0 3 9 3 16
       
OPERATIONS DIVISION       
       
Deputy Chief's Office   1 1 1 1 4
             
DISTRICT ONE     3     3
Team 1       1 8 9
Team 2       1 8 9
Team 3       1 13 14
Team 4       1 13 14
Team 5       1 14 15
Team 6       1 14 15
Team 7       1 13 14
Team 8       1 13 14
Team 9       1 13 14
Team 10       1 13 14
Team 11        1 9 10
Team 12 - Mounted Squad       1 6 7
Neighbourhood Policing Team       1 4 5
             
DISTRICT TWO     3     3
Team 1       1 9 10
Team 2       1 9 10
Team 3       1 10 11
Team 4       1 10 11
Team 5       1 10 11
Team 6       1 10 11
Team 7       1 10 11
Team 8       1 10 11
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Team 9       1 10 11
Team 10       1 10 11
Team 11 - Waterfront Unit       1 15 16
Neighbourhood Policing Team       1 11 12
             
CET (City-wide Enforcement Team)     1 2   3
Team 1       1 14 15
Team 2       1 14 15
Team 3       1 14 15
Team 4       1 14 15
             
DISTRICT THREE     3     3
Team 1       1 7 8
Team 2       1 8 9
Team 3       1 13 14
Team 4       1 13 14
Team 5       1 12 13
Team 6       1 13 14
Team 7       1 13 14
Team 8       1 13 14
Team 9       1 13 14
Team 10       1 12 13
Neighbourhood Policing Team       1 3 4
             
DISTRICT FOUR     3     3
Team 1       1 7 8
Team 2       1 7 8
Team 3       1 10 11
Team 4       1 11 12
Team 5       1 11 12
Team 6       1 10 11
Team 7       1 11 12
Team 8       1 11 12
Team 9       1 11 12
Team 10       1 11 12
Neighbourhood Policing Team / Analyst       1 3 4
             
TRAFFIC SECTION     1     1
Enforcement Team 1       1 10 11
Enforcement Team 2       1 9 10
Enforcement Team 3       1 9 10
Enforcement Team 4       1 9 10
Traffic Services       1   1
     - Traffic Support Unit         2 2
     - School Safety and Education Unit         2 2
     - Taxi Unit         1 1
     - Hit & Run Squad         4 4
     - Commercial Vehicle Unit         4 4
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Collision Investigation Squad 1       1 9 10
Collision Investigation Squad 2       1 9 10
             
PATROL SUPPORT SECTION     1     1

Analysis Team ( Liquor / POP Co-ordinator)       1 8 9
General Investigation Unit        1 13 14
Anti-Fencing Unit       1 11 12
Property Crime Unit       1 12 13
     - Graffiti Unit         2 2
     - Stolen Auto Unit         2 2
CITU       1 12 13
Community Policing Services Unit       1 3 4
             
Operations Division - Total 0 1 16 67 676 760
       
INVESTIGATION DIVISION       
       
Deputy Chief's Office   1       1
             
MAJOR CRIME SECTION     1     1
Homicide Squad 1       1 8 9
Homicide Squad 2       1 8 9
Unsolved Homicide         2 2
Missing Persons       1 2 3
Coroner's Liaison          1 1
Witness Protection Squad         1 1
Robbery/Assault Squad       2 21 23
             
SPECIAL INVESTIGATION SECTION     1     1
DVACH Unit  *       1 6 7
Polygraph Unit       2 1 3
Sexual Offence Squad       3 23   
High Risk Offender Unit         2 28
VICLAS         1 1
             
VICE / DRUGS SECTION     1     1
Crime Stoppers       1 0 1
Drugs Unit 1       1 11 12
Drugs Unit 2        1 10 11
Drugs Unit 3         1 7 6
Vice Unit       1 8 9
DISC Unit         2 2
             
FORENSIC SERVICES SECTION     1     1
Financial Crime Squad       2 16 18
Computer Support Unit         2 2
Forensic Identification Unit       1 19 20
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SERVICES LIAISON SECTION     1     1
Jail OIC       4   4
Document Services Unit       1 6 7
Information & Privacy Unit         1 1
             
Investigation Division Total 0 1 5 24 158 188
        
OPERATIONS SUPPORT DIVISION        
        
Deputy Chief's Office   1       1
             

EMERGENCY & OPERATIONAL PLANNING SECTION     1     1
Traffic Authority          1 1
Operational Planning Squad       1 3 4
Threat Assessment Unit         2 2
Forensic Video Unit         1 1
             
CRIMINAL INTELLIGENCE SECTION     1     1
Investigation Unit       1 7 8
Source Handling Unit       1 1 2
Outlaw Motorcycle Gang Unit       1 2 3
CISBC         1 1
             
TACTICAL SUPPORT SECTION     1   1 2
Strike Force Squad 1       1 9 10
Strike Force Squad 2       1 9 10
Strike Force Squad 3       1 9 10
Strike Force Squad 4       1 9 10
Technical Support Unit         1 1
             
EMERGENCY RESPONSE SECTION     1     1
ERT Training Unit       1   1
Green Squad 1       1 6 7
Blue Squad 2       1 6 7
Red Squad 3       1 6 7
Grey Squad 4       1 6 7
Dog Squad       2 16 18
             
YOUTH SERVICES SECTION     1     1
Youth Services Unit       1 18 19
School Liaison Unit       1 15 16
Gang Crime Unit       1 10 11
             
Operations Support Division - Total 0 1 5 18 139 163
       
SUPPORT SERVICES DIVISION       
       
Deputy Chief's Office   1       1
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TRAINING /RECRUITING SECTION     1     1
Recruiting Unit       1 7 8
Education & Training Unit       1 3 4
Force Options Training Unit       1 5 6
             
HUMAN RESOURCES SECTION     1     1
Employee Services       2   2
Career Planning       2   2
Assignments & Transfers       1   1
Labour Investigator       1   1
Safety & Health         1 1
Security Officer       1   1
             
PLANNING & RESEARCH SECTION     1 2 3 6
             
COMMUNICATIONS SECTION     1 2   3
Telephone Response Team       1 8 9
             
FACILITIES SECTION           0
             

INFORMATION MANAGEMENT SECTION             
             
FLEET SERVICES SECTION             
             

INFORMATION TECHNOLOGY SECTION             
             
FINANCIAL SERVICES SECTION             
     - Stores             
             
Support Services Division 0 1 4 15 27 47
        
DEPARTMENT TOTAL 1 4 33 133 1003 1174
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AUTHORIZED STRENGTH FOR CIVILIANS Jan 1, 2006 
     

     

Division/Reporting Directly to 
Chief's Office Organizational Unit 

# of 
Civilian 
Staff 

Section 
Total  

     
     
VANCOUVER POLICE BOARD Police Board Office 2 2  
        
OFFICE OF THE CHIEF Office of the Chief 2 2  
        
EXECUTIVE SERVICES Office of the Inspector 1    
 Diversity Relations 1 2  
        
PUBLIC AFFAIRS & 
MARKETING   3 3  
        
INTERNAL   1 1  
        
SUPPORT SERVICES Office of the DCC 1 1  
 Office of the CFO 2 2  
 Financial Services 8    
 Property Office 13    
 Stores 2 23  
        
 Fleet Operations 13 13  
        
 Facilities 0 0  
        

 
Information Management 
Section      

 
Office of the Director-
Information 5    

 Special Support Unit 1    
 CPIC Unit 9    
 Police Crown Liaison 8    
        
 Organizational Unit      
 Crimi nal Records 9    
 Public Service Counter 10    
 Re cord Clearance 6    
 Central Records 2    
 Information Unit 38    
 Correspondence  Desk 8    
 Archives Unit 3    
 Information and Privacy 3 102  
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 Human Resources      
 Office of the Inspector 3   
 Civilian Human Resources 3   
 Career Development 1   
 Employee Relations 2   
 Payroll Unit 8 17  
       
       

 
VPD Information 
Technology 25 25  

       
       
 Training/Recruiting     
 Fitness Coordination 1   
 Education & Training 2   
 Re cruiting 2 5  
       
 Communications     
 Office of the Inspector 2   
 Switchb oard Team 3 5  
       
 Planning and Research 6 6  
       
       
OPERATIONS Office of the DCC 1 1  
       
 Commander - District 1 1   
 Mounted Squad 2 3  
       
 Commander - District 2 2 2  
       
 Commander - District 3 1 1  
       
 Commander - District 4 1   
 FARP 5 6  
       
 Patrol Support      
 Office of the Inspector 1   
 Anti Fencing 1   
 Vic tim Services 3   
 Blockwat ch 0.5 5.5  
       
       
 Traffic     
 Office of the Inspector 2   
 Taxi Unit 1 3  
       
INVESTIGATION DCC - Investigation 1 1  



 

 147

       
 Vice Drugs     
 Office of the Inspector 1   
 Vice Unit 1 2  
       
 Major Crime     
 Office of the Inspector 1   
 Homicide Team 1 2   
 Missi ng Persons 1   
 Robbery and Assault 2 6  
       
       
 Special Investigation     
 SOS 5   
 DVACH 1 6  
       
 Forensic Services     
 Office of the Inspector 1   
 Finan cial Crime 2   
 Fore nsic Identification 3   
 Forensic Firearm & Tool Mark 2 8  
       
 Services Liaison     
 BCAFIS 5   
 Do cument Services 3 8  
       
OPERATIONAL SUPPORT Office of the DCC 1 1  
       
 CIS     
 Office of the Inspector 3   
 Investigation Unit 2 5  
       
 Tactical Support     
 Office of the Inspector 1   
 Covert Intercept 3   
 Tech nical Support 1   
 Cov ert Systems 1 6  
       
 EOPS     
 Office of the Inspector 1   
 Operational Planning 1   
 Forensic Video  3   
 Emerge ncy Planning 1 6  
       
 ERS      
 Dog Squad 1 1  
       
 Youth Services     
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 Office of the Inspector 1 1  
        
        
   281.5 281.5  

Civilian Personnel Totals 
   

    
Managers 14    
Personnel 267.5    
     
Total 281.5    
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Appendix C – Vancouver Police Department Tenure Plan 
and Transitional Rules 

During the summer months 2005, four info rmation sessions were held to solic it 

feedback and suggestions from VPD off icers with respect to implementing a 

tenure plan that would set a time limit on how long an officer could remain in a 

specific specialty section position. As a result, the ge neral and t ransitional rules 

were amended where reasonable accommodat ion could be made and the final 

version is as below. 

General Rules: 

These rules will apply to all members, including those affected by the 

“Transitional Rules”. 

1. All new transfers to specialty units will be in accordance to the tenure plan. 

Members being transferred in to spec ialty units will have a definit e 

transfer-out date so that they know what to expect and plan their careers. 

2. Specialty-to-specialty squad transfers are only permitted for members with 

10 years’ of polic e service or mor e, of which 5 years must be VPD patrol 

experience. Exceptions to this can only  be approved by the Chie f 

Constable. ( Note: As demographics change, these thresholds may be 

varied.) 

3. Members who are assi gned “on loan” from a specialty squad to places 

other than their regular assignment wil l have their tenur e adjusted for the 

period of the loan. 

4. Absences due to maternity/pate rnity, extended WCB, and extended  

sick/disability will not c ount towards tenure. Conv ersely, such absences  

will not count towards patrol time either. 

5. All assignments will be cons idered as  a one-year minimum tenure. This  

will also apply to members rotating into Patrol from a specialty squad, who 
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will have to be in Patrol for a one year minimum assignment before 

becoming eligible for a position with a specialty squad. 

6. Generally, exceptions to rules  will not be made. In a limited number of 

circumstances the Human Res ources Section may make an exception 

based on a business case made by the member’s manager. 

Transitional Rules: 

These rules apply to members currently in specialty squads. 

7. Members who are under  the max imum tenure will be given their “transfer 

out” dates by HR during the month of September 2005. The advantages of 

this advance notice are: 

a. Members can plan ahead and th ink about apply ing to other  

sections, take any necessary c ourses, etc., and consider their 

development plans. 

b. Managers can plan r eplacement for attrition, hold co mpetitions or 

arrange training for replacements well in advance of the dates. 

8. For members who are over  the maximum tenure the following transitional 

rules will apply: 

a. All affected members will be notified in September 2005. 

b. All members who are at their “ 75 factor” in September 2005, i.e. 

have 2.5 years’ (or less) service left before they attain their “80 

factor”, will be allowe d to stay unt il they attain the “80 factor,” 

provided they are planning to reti re on reaching the “80 factor” 

milestone. Their transfer-out-date will be the  same as their eligible-

to-retire-date. Note: there is NO requirement that members in these 

circumstances WILL retire when t hey reach their 80 factor; they  

simply will become eligible to transfer if they do not. 
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c. Transfers out will take place in or der of length of time already spen t 

in the unit. Members who have been in the  unit the longest will b e 

transferred out first. 

d. HR will work with the section Inspector to create a transfer list so as 

to minimize the effects of losing expertise in any unit. Operational 

needs will take precedence over  trans fer dates. For example, if a 

significant number of members ar e over their maximum tenures,  

transfers will b e staggered so as to retain sufficient expertise and  

minimize disruption. 

e. Members who are c urrently on lis ts to go to a position will be 

allowed to go to those positions r egardless of the “5-10 rule” as per 

paragraph 2 above. 

f. Members who enter  a competitiv e process prior to October 01, 

2005 will be allowed to proceed in the competition regardless of the 

“5-10” rule. 

g. Members entering a competitive process after October 01, 2005 will 

have to qualify under the “5-10” rule b efore being allowed to 

proceed in the process. 

9. Members who are under  the maximum tenure, but will reach  their “75” 

factor on or before their t enure expires, will be allo wed to stay until they  

attain their “80” factor pr ovided they are planning to retire on reaching the 

“80 factor” milestone.  Their transfer- out-date will be the same as their 

eligible-to-retire-date. 

10.  Accommodated members may be move d to another  light duty position. 

HR reserves the right to make that  decision in consultation with the 

section manager. 

11.  No forced transfers will take plac e until t he end of 2005. During this  

“grace period” affected members may transfer out voluntarily. By  the end 

of January 2006, everyone will be notified of their transfer date. 
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Appendix D – North American Police Contacts 
Interviewed by Telephone 

Calgary Police Service 

Insp. Barry Clark, OIC Human Resources 

 

Edmonton Police Service 

Supt. Norm Lipinski, OIC Organizational Development 

Insp. Chris Kellett, OIC Human Resources 

 

Niagara Regional Police Service 

Supt. Gary Dagenais, OIC Human Resources 

Ms. Marie Alexander, Human Resources Advisor 

 

Ontario Provincial Police 

Mr. Jim Cotnam, Human Resources Advisor 

S/Sgt. Sean MacDonald, OPP Staffing Officer 

Ms. Shirley Taylor, i/c Sr. Management Development 

 

Ottawa Police Service 

Ms. Christine Roy, Director Human Resources 

Ms. Colleen Walsh, OIC Organizational Effectiveness 

Sue McLaren, OIC Occupational Health and Safety 

Supt. Knowlton Roberts, i/c Strategic Staffing Initiative 
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Regina Police Service 

Insp. Bob Morin, Human Resources Manager 

San Bernardino (CA) Sheriffs Department 

Capt. Greg Bottrell, Human Resources 

San Diego (CA) Sheriffs Department 

Capt. Glen Revell 

Ms. Gail Vanvleck, Personnel Officer 

 

Toronto Police Service 

Mr. Bill Gibson, Director, Human Resources 

Mr. Eugene Koziwka, OIC Labour Relations 

 

Winnipeg Police Service 

Ms. Sharon Gould, Human Resources Manager 

 

Waterloo Regional Police Service 

Deputy Chief Matt Torigian (Administration) 
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Appendix E – Civilianization in Selected Canadian and 
U.S. Police Departments 

Police 
Agency 

Ratio of 
Civilian to 

Police1 

Examples of 
Civilian Positions 

Traditionally 
Filled by Sworn 

Members 

Civilian and 
Sworn Executive 
and Sr. Managers

Policy 

Edmonton .27 Media relations, 

corporate 

communications, 

planning and 

research, photo 

radar technicians 

and document 

servers (Sp. Cst.), 

crime analysis, 

forensic technicians, 

VICLAS, computer 

crime technicians, 

 

 

August 2005 study 

recommends 

blended staffing in 

legal services, crime 

free multi-housing, 

cadets and Barney 

the Safety Bear, 

Chief and 2 Deputy 

Chiefs 

1 Civilian CAO 

 

 

Finance, 

Infrastructure and 

Supply Services 

have civilian 

managers 

 

IT, HR, Research & 

Development have 

sworn member i/c w/ 

sworn/civilian blend 

 

No sworn members 

reporting to civilian 

manager 

Currently researching 

further civilianization 

and special constable 

positions 

 

Criteria: 1. does 

position require full 

scope of police 

powers. 2. special 

knowledge or police 

experience benefits 

position. 3. position 

maximizes 

organizational 

flexibility. 4. 

organizational 

effectiveness 

maximized with 

blended staffing. 5. 

community expects 

the position to be 

occupied by a sworn 

                                            

1 Statistics Canada, Cana dian Centre for Ju stice Statistics (2004). Police Resources, 2004, 

Ottawa: Minister of Industry, December 2004, catalogue no. 85-225-XIE, p. 19. 
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Police 
Agency 

Ratio of 
Civilian to 

Police1 

Examples of 
Civilian Positions 

Traditionally 
Filled by Sworn 

Members 

Civilian and 
Sworn Executive 
and Sr. Managers

Policy 

CPTED, Success by 

6, intelligence 

analysis, crime 

scenes and criminal 

history unit, and 

cooperative policing; 

civilianization of 

administrative staff 

sergeant in 

investigative 

services, constable 

position in Victim 

Services, AFIS, 

Forensic Video 

Analysis, Criminal 

Intelligence Service 

Liaison, community 

programs constable 

position, divisional 

support constables, 

front counter and 

communications 

administration 

support and training. 

 

Also recommends 

specialized traffic 

operations, drug 

exhibits, DNA bank 

be staffed by special 

police officer. 6. 

sworn police officer 

maximizes position 

functionality. 7. 

position requires 

some specifically 

defined police 

powers. 

 

 

EPS also conducted 

a pilot project over 

the summer utilizing 

potential recruits in a 

public 

relations/community 

relationship building 

initiative in high 

traffic/problem areas. 

These special 

constables were 

uniformed, but not 

armed and had no 

powers other than 

civilian power to 

arrest. They did not 

conduct 

investigations or 

enforce laws. 

Program is currently 
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Police 
Agency 

Ratio of 
Civilian to 

Police1 

Examples of 
Civilian Positions 

Traditionally 
Filled by Sworn 

Members 

Civilian and 
Sworn Executive 
and Sr. Managers

Policy 

constables being assessed to 

determine if it should 

be retained and/or 

expanded. 

Regina .41 Crim e prevention 

strategist (high level 

interaction w/ NGOs, 

community groups, 

funders), crime 

analyst, human 

resource staffing 

officer, photo 

technician, victim 

services managers, 

Communications – 

dispatch and 

evaluation, fleet and 

facilities, human 

resources, financial 

services, information 

technology, records 

management 

Chief and 1 Deputy 

Chief 

 

1 Civilian Executive 

Director of 

Administrative 

Services  

 

 

HR Director (sworn) 

reports to Executive 

Director – only 

position in 

Department w/this 

kind of reporting 

relationship 

No formal policy.  

 

Currently examining 

HR Dir position to 

determine if it should 

revert to civilian 

position. 

 

 

Calgary .43 100+ people in 

Communications, 

AFIS technicians, 

fingerprint 

technicians, 

photographers, 

photo radar 

1 Chief and 3 

Deputy Chiefs 

26 Insp., 1 Director 

of Finance 

 

civilian managers in 

No formal policy. 

 

Positions examined 

on a case by case 

basis. No formal 

criteria. 
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Police 
Agency 

Ratio of 
Civilian to 

Police1 

Examples of 
Civilian Positions 

Traditionally 
Filled by Sworn 

Members 

Civilian and 
Sworn Executive 
and Sr. Managers

Policy 

(Commissionaires), 

crime analysts, 

district “clerks” take 

reports at the desk 

and pass them on to 

sworn officers for 

investigation. 

research and 

development, 

psychological 

services, civilian 

employee relations, 

legal counsel, 

professional 

standards, and fleet 

and facilities. 

 

 

Consider civilian if 

long term training is 

required as police 

officers are 

transferred regularly, 

however have 

instituted a 10 year 

rotation policy in 

some areas – e.g. 

forensics and traffic 

reconstruction. 

 

Winnipeg .28 Drug processing for 

court (includes 

analysis, 

destruction, 

transport, testimony 

etc.), photo radar 

operators and 

processors, 

research analysts, 

identification 

fingerprint 

technicians, support 

services (incl. 

evidence handling, 

mechanics, police 

records, finance 

1 Chief and 2 

Deputy Chiefs 

 

Civilian managers in 

Strategic Issues, 

Finance, 

Behavioural Health, 

Services, Records, 

Information 

Systems, Public 

Affairs, Human 

Resources 

 

 

No formal policy. 

 

Contractual 

requirement for 

discussion with 

unions is required 

before a position can 

be civilianized. 

 

Service currently 

reviewing civilian and 

sworn positions in 

patrol operations as 

part of a consolidation 

of operational 
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Police 
Agency 

Ratio of 
Civilian to 

Police1 

Examples of 
Civilian Positions 

Traditionally 
Filled by Sworn 

Members 

Civilian and 
Sworn Executive 
and Sr. Managers

Policy 

etc.), 

communications 

center civilianized, 

but run by an 

inspector; mix of 

civilian and sworn in 

human resources. 

 

Examining viability 

of civilianizing the 

firearms officer 

position. 

districts. Objective is 

to maximize number 

of police officers in 

response functions 

and have civilians 

looking after other 

functions. 

Toronto .42 Comm unications 

(dispatch and 

evaluation) – shift 

managers are 

sworn; electronic 

surveillance 

monitors, 

transcribers and 

translators, 

corporate planning 

section, crime 

analysis unit, media 

relations unit, station 

duty operators are a 

blend of 

sworn/civilian; photo 

line-up, lab workers, 

1 Chief, 4 Deputy 

Chiefs, 1 CAO 

 

Most administrative 

and technical mid 

and senior level 

managers are 

civilian 

 

No formal policy. 

 

Wherever possible, 

administrative and 

technical positions 

are civilianized – 

there are exceptions 

– e.g. the locksmith 

position is sworn 

 

Reviews generally 

prompted when there 

is a change of 

executive 
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Police 
Agency 

Ratio of 
Civilian to 

Police1 

Examples of 
Civilian Positions 

Traditionally 
Filled by Sworn 

Members 

Civilian and 
Sworn Executive 
and Sr. Managers

Policy 

fingerprint searchers 

(crime scene 

investigators are 

sworn); parking 

control  

 

Special constable 

appointments to U of 

T, Toronto Transit 

Commission, 

Toronto Community 

Housing Corporation 

(not armed) 

Ottawa .44 2004 – 2 Sgt 

positions in 

Communications 

Division civilianized 

 

AFIS Technician, 

Alarm program 

coordinator, case 

manager, charge 

coordinator, crime 

analyst, volunteer 

services coordinator, 

document servers, 

electronic 

technician, 

evaluation research 

1 Chief, 2 Deputy 

Chiefs, 1 Director 

General of 

Corporate Services 

 

6 Superintendents 

i/c civilian directors 

in Human 

Resources, Finance, 

IT, Planning and 

Organizational 

Development 

 

Fleet Services run 

by a sworn member 

No formal policy. No 

formal criteria. Have 

prepared individual 

business cases for 

each position 

civilianized – 

considerations have 

been $ savings, 

necessity for sworn 

person, and 

effectiveness and 

efficiency – 

individuals have been 

redeployed within the 

Association so union 

problems were 
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Police 
Agency 

Ratio of 
Civilian to 

Police1 

Examples of 
Civilian Positions 

Traditionally 
Filled by Sworn 

Members 

Civilian and 
Sworn Executive 
and Sr. Managers

Policy 

coordinator, firearms 

officers, freedom of 

information act 

administrators, 

intelligence analyst, 

logistics analyst, pre 

and post charge 

division coordinator, 

report analyst, GIS 

coordinator/analyst, 

warrant coordinator 

reporting to Finance 

Director 

minimized 

 

No succession plan. 

Deloitte Touche study 

approx. 3 yrs ago 

recommended linking 

personal performance 

to organization 

objectives and 

organizational 

performance. Not 

developed yet. 

Working on 

professional 

development plan. 

 

Have been able to 

link satisfactory 

performance to 

retention bonuses. 

Waterloo 
Regional 

.38 Crim e analysts, 

forensic 

identification lab 

support and 

technicians (crime 

scene investigators 

sworn), court 

security (Sp. Cst.), 

research and 

1 Chief, 2 Deputy 

Chiefs 

 

Civilian directors in 

Human Resources, 

Community 

Resources, Finance, 

IT, and Solicitor – all 

No formal policy 

 

Civilians introduced 

when sworn positions 

came vacant; 

recognition that 

technical and admin 

skills were required 
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Police 
Agency 

Ratio of 
Civilian to 

Police1 

Examples of 
Civilian Positions 

Traditionally 
Filled by Sworn 

Members 

Civilian and 
Sworn Executive 
and Sr. Managers

Policy 

planning is a blend 

of sworn and civilian, 

communications is a 

blend of sworn and 

civilian 

report to sworn 

Supt. except solicitor 

who reports directly 

to Chief 

Civilian managers in 

records and property 

(inc. stores and 

fleet) 

for the position (e.g. 

Solicitor, HR) or a 

civilian working w/i 

the organization was 

the best person to fill 

the position (e.g. 

Community 

Resources) 

Niagara 
Regional  

 Corpo rate analyst, 

crime analysts, front 

desk workers at 

police stations 

(supervised by 

sworn members), 

forensic technicians, 

video technician 

(does some crime 

scene work), AFIS 

and fingerprint 

technicians (Sp. Cst. 

who are trained in 

weapons use and 

can be called on to 

bear arms in an 

emergency), 

communications call 

takers and 

dispatchers, Crime 

Stoppers. 

Civilian Chief – 

formerly CAO 

 

2 deputy chiefs 

 

HR, Finance, 

Planning and Audit, 

Central Records, 

Communications, 

Facilities, Fleet and 

Supply, IT, 

Corporate Analyst 

are managers 

approx. at Inspector 

level 

No formal policy 

 

Objective is to cross 

train senior officers 

for succession 

planning purposes 

and to deploy as 

many sworn officers 

as possible to the 

front line 
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Police 
Agency 

Ratio of 
Civilian to 

Police1 

Examples of 
Civilian Positions 

Traditionally 
Filled by Sworn 

Members 

Civilian and 
Sworn Executive 
and Sr. Managers

Policy 

  

Planning, audit and 

accreditation, human 

resources are a 

blend of sworn and 

civilian 

Ontario 
Provincial 
Police 

 Huma n resources, 

staff relations, 

finance, IT, policy, 

operational research 

and development, 

crime analysis, 

forensic analysis (w/ 

uniform response), 

Communications 

Section,  

1 Commissioner and 

4 Sworn Provincial 

Commanders 

 

1 Civilian Provincial 

Commander i/c 

Support Services 

(Finance, IT, HR, 

and Professional 

Standards) 

 

 

 

Have numerous 

civilian managers 

w/sworn members 

reporting to them 

and sworn 

managers w/ civilian 

members reporting 

to them. 

No formal policy. 

Most technical and 

specialized non-

investigative is 

civilianized 

Many units are a 

blend of civilian and 

sworn 

Many positions 

posted for civilian or 

sworn – competency 

based criteria used – 

does this person have 

the skills, experience 

and/or education 

necessary to fulfill this 

role? 

Objective is on 

efficiency and 

effectiveness – i.e. 

use trained police 

officers for core 
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Police 
Agency 

Ratio of 
Civilian to 

Police1 

Examples of 
Civilian Positions 

Traditionally 
Filled by Sworn 

Members 

Civilian and 
Sworn Executive 
and Sr. Managers

Policy 

policing functions 

 

 

San 
Bernardino 
Sheriffs 
Department 

Approx.37 Corre ctions officers 

– including booking 

officers etc.; 

communications – 

intake and dispatch; 

criminalists – 

including crime 

scene investigators, 

fingerprint 

examiners, photo 

technicians, video 

technicians; sheriff 

service specialists – 

low tech photo 

services, non-injury 

traffic collision 

investigators, traffic 

investigators, 

burglaries 

(investigated to 

identification of 

suspect – then 

turned over to 

sworn), public 

relations, “minor” 

follow-ups – e.g. 

Executive 

management team 

is sworn, including 

finance, human 

resources, 

communications, IT, 

and Records 

Management. There 

are many civilian 

managers reporting 

to them in areas 

including 

purchasing, 

facilities, equipment, 

fiscal, automotive, 

culinary, 

maintenance, and 

health services.  

 

Forensic crime lab 

manager. 

No policy on 

civilianization. Have 

not civilianized many 

positions over the 

past 5 years. 

Considerable 

civilianization done 

when COPS funding 

was available to get 

extra officers for 

operational duties. 

 

Unions have 

expressed concern 

that sworn positions 

are being depleted. 

No sworn positions 

reporting to civilians – 

traditional culture still 

holds. 

 

Have a number of 

positions that have 

powers to arrest, but 

not full general law 
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Police 
Agency 

Ratio of 
Civilian to 

Police1 

Examples of 
Civilian Positions 

Traditionally 
Filled by Sworn 

Members 

Civilian and 
Sworn Executive 
and Sr. Managers

Policy 

missing youths, 

volunteer 

supervisors etc. – 

these persons are 

not armed. 

enforcement powers 

– e.g. coroner’s 

officers and 

corrections officers 

who don’t have hands 

on contact with 

inmates and sheriff 

Service specialists. 

 

Criminalists have to 

meet certification and 

credentialing 

requirements to 

practice. When 

Department was 

using sworn 

members, they had to 

provide this training.  

San Diego 
Sheriff’s 
Department 

Approx.35 Comm unity Services 

Officers in traffic, 

patrol, and 

courthouse security, 

communications, 

crime prevention 

specialists, IT 

engineers in 

computer crime 

investigations, 

criminalists, forensic 

Have civilian 

directors/managers 

in Crime Lab, 

Communications, 

Management 

Services, Medical 

Director, Public 

Affairs, 

Contract, Finance , 

Inmate Industry 

Program, Employee 

No formal policy. 

Criteria include skills 

and abilities needed 

to complete the 

duties. Does it require 

a gun and badge to 

complete? Can skills 

and abilities 

something that can 

be obtained outside 

an academy? 
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Police 
Agency 

Ratio of 
Civilian to 

Police1 

Examples of 
Civilian Positions 

Traditionally 
Filled by Sworn 

Members 

Civilian and 
Sworn Executive 
and Sr. Managers

Policy 

evidence 

technicians, latent 

fingerprint 

technicians, staff 

development 

specialists 

Relations, 

Standards & 

Compliance, 

Support Services  

IT, Property & 

Evidence  

Licensing , 

Detention 

Processing, 

Departmental 

Budget ,Senior 

Personnel Officer 

Crime Analyst 

Manager 

Legal Support 

Manager, Food 

Services Manager 

Sheriff's Records & 

ID Manager 

 

Generally divisions 

managed by civilian 

personnel are staffed 

with civilian personnel 

– there are some 

exceptions.  

 

Benefits include cost 

savings, continuity in 

positions that have a 

long and/or complex 

learning processes, 

career ladders for 

civilians. 

Disadvantages 

include some civilians 

find it difficult to adapt 

to sworn culture and 

some sworn staff are 

resistant to accepting 

expertise from non-

sworn. 
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Appendix F – Interview Survey Form 

VANCOUVER POLICE DEPARTMENT 

Planning & Research Section 

Human Resources Section 

 

Date: __________ Time: ________ Location: ________________ 

Manager: ______________________ Section:  _________________ 

Position: _______________________ 

Interviewer #1___________________ Interviewer #2:_____________ 

 

1. Does the position require law enforcement powers? (i.e. Powers of arrest, 
use of force, statutory requirement, carrying of a firearm) 

 

 

2. Are the skills, training, experience or credibility of a sworn police officer 
required to fulfill the duties of the position? 

 

 

3. Can the requirements of the position be fulfilled by a specially trained 
civilian? 

 

 

Other Comments: 
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VANCOUVER POLICE DEPARTMENT 

Planning & Research Section 

Human Resources Section 

 

Date: __________ Time: ________ Location: ________________ 

Manager: ______________________ Section:  _________________ 

Interviewer #1___________________ Interviewer #2:_____________ 

 

1. Are there any positions within your section that you believe are suitable as 
an accommodated position? 

 

 

2. Are there any positions within your section that you believe are suitable as 
a developmental position? 

 

 

Other Comments: 
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VANCOUVER POLICE DEPARTMENT 

Planning & Research Section 

Human Resources Section 

 

1. Are there any positions within the Vancouver Police Department that you 
believe are suitable as an accommodated position? 

 

 

2. Are there any positions within the Vancouver Police Department that you 
believe are suitable as a developmental position? 
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Appendix G – Personnel Interviewed for Position 
Classification 

 
DCC Max Chalmers  
Deputy Chief Constable, Operations Support Division 
 
Insp. Gord Coburn 
Inspector i/c Services Liaison Section 
 
DCC Jim Chu 
Deputy Chief Constable, Support Services Division 
 
Catherine Deslauriers 
Manager, Employee Health and Safety 
City of Vancouver 
 
Insp. John de Haas  
Inspector i/c Youth Services Section 
 
A/Insp. Doug Fisher  
Inspector i/c Tactical Support Section 
 
Chief Constable Jamie Graham 
Chief Constable, Vancouver Police Department 
 
Insp. Scott Thompson 
District 3 - Administrative 
 
Mr. Volker Helmuth  
Manager, Information Management Section  
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Insp. Andy Hobbs 
Inspector i/c Traffic Section 
 
Insp. Axel Hovbrender 
District Commander, District 4  
 
Darrin Hurwitz 
Coordinator, Information and Privacy Unit  
 
Insp. Bob Huston 
Inspector i/c Training and Recruiting Section 
 
Monica Kay 
Director, Equal Employment Opportunity Program 
City of Vancouver 
 
Insp. Tim Laidler  
Inspector i/c Special Investigation Section 
 
DCC Doug LePard 
Deputy Chief Constable, Investigation Division 
 
Mr. Jim Lloyd 
Manager, Police Stores 
 
Ms. Donna Marshall-Cope  
Manager, Information Technology Section 
 
Insp. Tom McCluskie 
Inspector i/c Major Crime Section  
 
Insp. Kevin McQuiggin  
Inspector i/c Forensic Services Section 
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Insp. Dave Nelmes 
Inspector i/c Drugs/Vice Section 
  
Mr. Paul Patterson 
Director, Public Affairs and Marketing  
 
Insp. Jess Ram 
Inspector i/c Communications Section 
 
DCC Bob Rich 
Deputy Chief Constable, Operations Divisions 
 
Insp. Dean Robinson 
Inspector i/c Emergency Response Section 
  
Insp. Bob Rolls 
District Commander, District 2 
 
Ms. Iris Romanuik  
Director, Information Management Section  
  
Insp. Rob Rothwell 
Inspector i/c Criminal Intelligence Section 
 
Insp. Ted Schinbein  
Inspector i/c Human Resources Section 
  
Insp. Steve Schnitzer 
District Commander, District 1 
 
Insp. Bob Stewart 
Inspector i/c Patrol Support Section 
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Insp. Steve Sweeney 
Inspector i/c Emergency & Operational Planning Section 
 
Insp. Daryl Wiebe 
Inspector i/c Planning and Research Section 
 
Insp. Rollie Woods  
Inspector i/c Internal Investigation Section 
 
Mr. Warwick Wright 
Director, Financial Services Section 
 
Ms. Kathy Wunder  
Director, Information Technology Section  
 
Insp. Tony Zanatta  
Inspector, Executive Officer Section 
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Appendix H – Description of Positions Recommended 
for Civilianization and Discrepancy Positions 

VANCOUVER POLICE DEPARTMENT 
JOB ANALYSIS QUESTIONNAIRE 

 
 
 

Position:  Inspector 

Section:   Planning and Research Section 

Division:  Support Services Division 

 

SECTION ONE 

Job Summary 

Briefly describe the purpose of the job, what is done, and how. 

The Inspector i/c Planning and Research ( P&R) Section is responsib le for the 

oversight and management of twelve fu lltime employees, including a m ix of 

sworn police officers and highly trained ci vilian analysts.  In addition, this group 

includes the VPD Operational  Legal Advis or.  As a Section, P&R is responsible 

for the Strategic Plan of the VPD, and the Regulations and Procedure Manual.   

P&R is the clearinghouse for all organi zational change, and the coordination and 

management of this change is administered through this office. 

In addition, the Inspector i/c P&R is respons ible for all of the statistical reporting 

and social science research for the VPD, including research assignments directly 

for the Executive, along wit h public reporting of crime statistics and community 

policing data.    
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SECTION TWO 

Job Functions 

List the functions of this job in order of importance. 

1. Planning 

2. Controlling 

3. Leading and Directing 

4. Coaching and Mentoring 

5. Policy and Procedure Development 

6. Committee Work 

7. Generalist Duties 

 

SECTION THREE 

Duties 

In point form - List the major duties involved under each function that you have 
listed above. 

 

FUNCTION 1:  Planning 

Duties:   Strategic Planning: Oversight of the ongoing development of the VPD 
Strategic Plan.  Includes the ongoing monitoring of progress against 
pre-defined measurement criteria, the continued involvement of line 
staff and the community in the processes, and updated goal setting for 
the organization. 

Benchmarking and Performance Measurement: On an organizational 
level, defining the key performance indicators for the VPD, in relation to 
its strategic plan.  Includes the on-going measurement of performance, 
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and regular reporting to the Executive and the Police Board on 
progress, areas of improvement, and areas requiring improvement. 

Goal Setting: Responsible for the internal goal setting within the 
Planning and Research Section.  This annual process sets the direction 
for the Section’s accomplishments for the coming year, and is used to 
self-assess the effectiveness of the Section, and the service it delivers 
to the entire organization. 

 

FUNCTION 2:  Controlling 

Duties:   Administrative Controls: Ensures the administrative controls are in 
place to evaluate employee performance, attendance, effectiveness and 
efficiency.  Establishes controls for file management and service 
delivery to other Sections of the VPD, and the Executive.  Conducts 
periodic audits of internal processes to ensure objectives are met. 

Budget: Responsible for the Book and Publications Budget line item for 
the entire Department.  Oversight of organizational spending in this 
area, including the maintenance of the Departmental library, approving 
publication expenditures, and regular variance reporting to the Finance 
Section. 

Reports to Council and Board: Responsible for review and approval of 
all Departmental Reports to City Council.  P&R serves as the central 
repository of organizational change and corporate history.  Ensures that 
the Department is consistently represented with City Council in its 
reporting processes. 

Discipline: The Inspector is the overall discipline authority within the 
Section in matters pertaining to labour relations issues.  Ensures 
departmental protocol is followed when dealing with the labour process.  
Ensures performance problems and issues are dealt with proactively, 
using a progressive discipline model. 
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FUNCTION 3:  Leading and Directing 

Duties:   Supervision: Directly supervises two Sergeants, and serves as the 
management authority for a staff of twelve.  Oversees the work of the 
VPD Operational Legal Advisor, who reports directly to Legal Services 
with the City of Vancouver. 

Motivation: Creates an environment that is positive and encouraging 
and assists employees to reconcile their personal goals with those of 
the organization. 

 

FUNCTION 4:  Coaching and Mentoring 

Duties:   Performance Development: Ensures employee performance 
development and accountability mechanisms are in place within the 
Section and ensures employee performance reviews are completed.  
Identifies performance standards for the Sergeants, monitors individual 
performance, provides and solicits feedback to ensure their continued 
development. 

Succession Planning: Maintains controls to identify individuals for 
advancement out of the Section, and assesses potential candidates for 
their move into the Section, to ensure continued development for all 
involved, and the opportunity to maximize development of employees 
while maintaining the high level of work within the Section. 

 

FUNCTION 5:  Policy and Procedure Development 

Duties:   Policy and Procedure Review: Oversight of all policy and procedural 
change for the Department.  Central clearinghouse for all policy 
development, including business process changes, legal reviews and 
procedural amendments.  Oversight of all Service and Policy 
complaints, characterized from the Office of the Police Complaint 
Commissioner (OPCC), resulting in policy review for improved business 
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processes. 

Impact Assessment for Change: Performs impact assessments from 
court decisions, legislative changes and procedural and technological 
advances that my have an impact on the day-to-day operations of our 
employees.  Oversees policy and procedure changes that stem from 
those external drivers, and frequently oversees the change management 
process through the implementation of recommended changes. 

 

FUNCTION 6:  Committee Work 

Duties:   The position of the inspector i/c Planning and research involves 
extensive committee involvement on large organizational issues, 
namely: 

- Joint Labour/Management Shifting Committee 
- Joint Labour/Management Uniform Committee 
- Advisor on the Strategic Plan Alignment Committee (SPAC), 

responsible for organization resource allocation, transfers and 
tenure in work units, and structural changes to the organization. 

- Service and Policy Complaint Committee of the Vancouver Police 
Board 

- Departmental Security Committee 
- Incident Response Working Group (IRWG) Committee, 

responsible for accountable incident reporting, policy and 
procedure amendment and compliance, and business process 
change 

- Departmental representative on the PRIME-BC Governing 
Council, and provincial policing initiative for share police records 
management 

- Divisional representative on the Vancouver Police Budget 
Committee 

 

FUNCTION 7:  Generalist Duties 

Duties:   The position of Inspector i/c Planning and Research Section is involved 
in other generalist functions associated to most Inspector’s positions 
within the organization, namely: 

- Acting for the Deputy Chief Constable of the Support Services 
Division, in his absence 
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- Performing relief duties as the Duty officer, removing the 
Inspector from the Section and serving as the commanding 
officer for Patrol operations for those relief shifts 

- Assists the Executive with a variety of administrative duties, 
outside the scope of regular duties within the Section 

- Represents the organization at public speaking engagements, 
conducting organizational presentations, etc. 

 

SECTION 4 

Human Characteristics 

What special knowledge, skills and abilities are necessary to perform the job 
effectively? 

 

To effectively perform this position, the candida te must have exc ellent 

interpersonal skills, a proven report writing ability, be able to effectively multi-task 

and mana ge time, and have d emonstrated the abilit y to manage people  and 

projects.  While not specifically conducting research, the Inspector should have a 

solid understanding of research methodology, to enable the effective assessment 

of research methods employed within th e Section,  and be able to critically  

analyze research done by outside sources. 

SECTION 5 

Qualifications 

What experience, length of service or previous assignments is required to do the 
job effectively? 

 

Experience: 

- Previous experience as a manager, elsewhere in the organization 
- Other operational and administrative experience that provides a broad 

background of organizational issues, and may include management and 
project management work 
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- Broad spectrum of operational and investigative experience across 
different service areas of the Department 

- Strong administrative skills 
- Excellent report writing skills 

Education: 

- Minimum:  2-years of post-secondary education, complimented with 
substantial police related education from the Justice Institute, Canadian 
Police College, etc. 

- Preferred:  Undergraduate or graduate degree, with research experience 
Qualifications: 

- No specific qualifications o certifications required 

 

Completed by:   Daryl Wiebe, 

   

 Inspector 1162   

Date:  2006.01.18 

Approved by:        Date:        
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VANCOUVER POLICE DEPARTMENT 

JOB ANALYSIS QUESTIONNAIRE 

Position:  Inspector  

Section:   Quality Assurance Division:  Chief's Office 

  

SECTION ONE 

Job Summary 

Briefly describe the purpose of the job, what is done, and how. 

The Inspector in-charge of the Quality As surance Section is directly responsible 

to the Chief Constable and is assigned proj ects at the discretion of the Chief  

Constable and the Executive of the Depar tment.  Projects may include specific 

audits or reviews of  sections or units related to their function, structure, 

compliance issues or diligence.  The audi t or review is an objective exam ination 

that allows  for an independent assessm ent on risk management, controls or 

governance processes within the organization. 

 

SECTION TWO 

Job Functions 

List the functions of this job in order of importance. 

 1. Audit or review (investigate) 

2. Analyze current practices, structur es, systems and practices to determi ne 

issues related to review or audit.  

3. Communicate is writing and orally on audit or review findings 
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SECTION THREE 

Duties 

In point for m - List the major duties invo lved under each functi on that you have 

listed above. 

  

FUNCTION 1:  Investigate 

 Duties:    Examine t he current operational func tionality of the section or unit  

being audited.  Review structure and processes in place.  Observe or 

review reports on how the section or unit functions. 

  

FUNCTION 2:  Reporting 

 Duties:    Write comprehensive reports on the findings of audits 

 FUNCTION 3:  Interview 

 Duties:    Meet with interview stakeholders. 

FUNCTION 4:  Analyze 

 Duties:   Examine all of the c ontributing data and recommend improvements or 

adjustments to the current systems or processes in place.  

 FUNCTION 5:        

 Duties:      
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FUNCTION 6:        

  

Duties:   

  

      

SECTION 4  

Human Characteristics 

What special kno wledge, skills a nd ab ilities are neces sary to perform the job  

effectively? 

 

   

Extensive knowledge  on organizational stru cture.  Ability to communicate both 

orally and in writing.   Understanding of the audit function. 

  

SECTION 5 

Qualifications 

What experience, length of servi ce or previous assignments is required to do the 

job effectively?  

10-15 years experience.  Supervisory expe rience.  Experience in administr ative 

practice.  Experience in Planning Research and Audit. 

 

                                               

Completed by:        Date:        

Approved by:        Date:        
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VANCOUVER POLICE DEPARTMENT 

POSITION PROFILE 

    

Rank:  Constable Last Updated: 14 March 2006 

Section/Unit: Health and Safety Unit 

Summary: Ensures that workplace standards, as required by WCB and other regulatory bodies, are maintained.  Administers 

multiple health and safety programs.  Identifies and investigates workplace hazards. 

 

FUNCTIONS 

Function Description 

Education Provides e ducation a nd tra ining to t he c ommunity on a o ne-to-one basis an d in a gr oup settin g.  

Prepares training bulletins and other written information relevant to the department and/or community.  

Information 
Management 
Processing 

Coordinates and tracks infor mation to meet section needs.  Maintains a data base and diss eminates 

information to assist in meeting section and Departmental objectives.  

Policy Development/ 
Implementation 

Works with r elevant stake holders in th e dev elopment and impl ementation of section an d/or 

Departmental policy.  Develops protocol and policy that is consistent with current case law and needs of 

section and/or Department.  

Program Coordination Works with al l stakehol ders to ide ntify secti on ne eds an d secure the res ources n ecessary to ach ieve 

section and/or Departmental goa ls.  Admini sters and de livers section sp ecific programs in accord ance 

with Departmental needs.  

 

CORE COMPETENCIES 

Function Description 

Coaching Providing instr uction, gui dance, advic e a nd enc ouragement to h elp e mployees im prove the ir j ob 

performance.  Performance Planning & Review (Seeks i mproved i ndividual and  o rganizational 

performance and results): Manages own performance based on external feedback and self-assessment.   

Mentoring Helps others learn by setting a positive example.  
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CORE COMPETENCIES 

Function Description 

Communication Clearly comm unicates or ally and in writing.  Commu nicates cle arly, concisely a nd log ically. Oral 
Communication: Communicates clear ly, concisely and logically.  Written Communication: Writes in a 

complete, clear and concise manner.  

Community Focus Commitment to a community-based policing model that looks beyond immediate issues and searches for 

realistic longer term ans wers to complex community issues.  Public Participation (Incorporates public 

input and fe edback) Provi des a street polic e officer' s per spective i n co mmunity pl anning.  Identifi es 

problems in a rea. Community Policing: (Identif ying and so lving underlying c ommunity pr oblems) 

Responds to ci tizens with sensitivity in needs of different cultural and special needs groups.  Customer 
Focus: (Devel ops organizational acti ons, values & s ervices that foc us on  custom er needs.)  Give s 

complainants, victims and other citizens best effort to ensure customer satisfaction.  

Resource Management Works effectivel y a nd efficie ntly within fi nancial, human and physical r esources.  Work Management 
(Manages mult iple tasks and priorities for maximum pe rsonal and or ganizational success.)  Uses time 

and resources productively to complete investigations or projects that are  complete, within diary dates 

and meet th e requ ire sta ndard.  Financial Planning (Plans for  the  fina ncial well bei ng of the  

organization) Understand basic budgetary restraints placed on the team and the organization.  

Leadership Influencing, with inte grity, others towa rd a  de sired dire ction to  achieve th e org anizations 

mission goals, and  foste ring organizational valu es. Goal Achievement (Motivates a nd 

influences people toward the achievement of goals.)   Has a clear sense of work/career goals.  

Fostering Values (Demonstrates a nd promote s o rganizational values of th e depa rtment) 

Treats every one fairly a nd with re spect and di gnity to maintain a posi tive worki ng 

environment. Planned Change (Facilitates planned organizational change) Supports planned 

organizational change by providing input in a constructive fashion.  

Problem Solving & 
Decision Making 

Analyzing and developi ng appropri ate solutions to problems evaluating a course of a ctions 

reaching logi cal de cisions.  Problem Solving: Identifies pro blems, con ducts ba ckground 

research, an d provide s recom mendations.  Decision-Making: Quic kly dra ws co nclusions 

based on available information and initiates action promptly.  
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POSITION SPECIFIC COMPETENCIES 

Competency Description 

Position Specific 
Knowledge 

Demonstrates a practica l un derstanding of  t he workplace standar ds requ ired b y W CB, and oth er 

regulatory bo dies.  Demonst rates the abi lity to administer multipl e he alth an d safety pro grams.  

Demonstrates the ability to identify and investigate workplace hazards.  

Organizational 
Awareness 

Demonstrates the ab ility to u nderstand and manage re lationships within the VPD a nd other groups, 

agencies or organizations.  Recognizes who th e ke y decision-makers are a nd pre dicts ho w new 

events or situ ations will aff ect a ll stake holders.  Operates effect ively within th e VPD’s or oth er 

organization’s informal structure.  

Technical Report Writing Demonstrates the abi lity to i ncorporate inf ormation from multiple s ources into conc ise written /  

schematic documents that detail investigative results.   

Time Management Skills Demonstrates an abilit y to prioriti ze multiple tasks while performing duties effectively  and efficiently .  

Maintains scheduled time lines.  Responds and adapts to shifting priorities.   

 

QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Experience:  Type and Length Experience:  Type and Length 

5 years experience as PC 10 years experience as PC 

Education: Education: 

Training: Training: 

Microsoft Office WCB or workplace standards related courses 

Qualifications (Licences, Certificates, etc.): Qualifications (Licences, Certificates, etc.): 

Other: Other: 

Strong file management skills       
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VANCOUVER POLICE DEPARTMENT 

POSITION PROFILE 

 

 Rank:  
Constable Last Updated: 20 Sept 2004

Section/Unit: VICLAS 

Summary: Responsible fo r ensur ing c ompletion of VI CLAS a nd other relevant data bas es us ed by investigators to track 

and/or link violent crimes; analyzes VICLAS data and identifies crime trends and/or offenders; acts as a resource 

to other police members and agencies. 

 

FUNCTIONS 

Function Description 

Case/File Management 
Manages all aspects of assigned cases, which includes the maintenance of files and documentation 

in a ma nner p rescribed b y t he Secti on.  Prepares an d co-ordinates r elevant doc umentation to 

ensure thoroughness in the investigation(s). 

Gathering & Processing of 
VICLAS data 

Ensures that VPD investigators submit VICLAS reports for all qualifying offences.  Ensures that data 

is processed and appropriately added to the ViCLAS database. 

Analysis of Accumulated 
VICLAS data 

Conducts an alysis of VICLA S data in an attempt to ident ify offen ders and/or p atterns in crimi nal 

offences. 

VICLAS Report Preparation Prepares reports in a timel y manner to assi st investigators in the i dentification of offenders and/or 

patterns in criminal offences.  

Investigative Resources 
Management 

Cultivates inv estigative res ources i ncluding oth er pol ice ag encies, VPD Sectio ns, other  

organizations, and i ndividuals with va luable skills .  Cultivat es and ma nages informa nts usin g th e 

established departmental procedures.  

Resource Person Acts as a resource pers on to police members, government agencies and the community on section 

related matter s.  Respon ds to inqu iries f rom the med ia an d the co mmunity.  C ommunicates 

information on a one-to-one basis, in the classroom setting, and in public settings. 

Intelligence Gathering Gathers and c o-ordinates information on p ersons/locations/vehicles of interest to the section i n an 

attempt to guide enforcement efforts.  
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CORE COMPETENCIES 

Function Description 

Coaching Providing instr uction, gui dance, advic e a nd enc ouragement to h elp e mployees im prove the ir j ob 

performance.  Performance Planning & Review (Seeks i mproved i ndividual and  o rganizational 

performance and results): Manages own performance based on external feedback and self-assessment.   

Mentoring Helps others learn by setting a positive example.  

Communication Clearly comm unicates or ally and in writing.  Commu nicates cle arly, concisely a nd log ically. Oral 
Communication: Communicates clear ly, concisely and logically.  Written Communication: Writes in a 

complete, clear and concise manner. 

Community Focus Commitment to a community-based policing model that looks beyond immediate issues and searches for 

realistic longer term ans wers to complex community issues.  Public Participation (Incorporates public 

input and fe edback) Provi des a street polic e officer' s per spective i n co mmunity pl anning.  Identifi es 

problems in a rea. Community Policing: (Identif ying and so lving underlying c ommunity pr oblems) 

Responds to ci tizens with sensitivity in needs of different cultural and special needs groups.  Customer 
Focus: (Devel ops organizational acti ons, values & s ervices that foc us on  custom er needs.)  Give s 

complainants, victims and other citizens best effort to ensure customer satisfaction.  

Resource Management Works effectivel y an d efficie ntly within fina ncial, h uman and p hysical r esources.  W ork Manag ement 
(Manages mult iple tasks and priorities for maximum pe rsonal and or ganizational success.)  Uses time 

and resources productively to complete investigations or projects that are  complete, within diary dates 

and meet th e requ ire sta ndard.  Financial Planning (Plans for  the  fina ncial well bei ng of the  

organization) Understand basic budgetary restraints placed on the team and the organization.  

Leadership Influencing, with integrity, others toward a d esired direction to achiev e the orga nizations mission go als, 

and fostering orga nizational valu es. Goal Achievement (Motivates a nd influ ences pe ople to ward th e 

achievement of goals.)   Has a clear sense of work/career goals.  Fostering Values (Demonstrates and 

promotes organizational values of the department) Treats everyone fairly and with respect and dignity to 

maintain a positive working environment. Planned Change (Facilitates planned organizational change) 

Supports planned organizational change by providing input in a constructive fashion.  

Problem Solving & 
Decision Making 

Analyzing a nd dev eloping appropriate so lutions to  pr oblems eval uating a co urse of a ctions r eaching 

logical decisions.  Problem Solving: Identifies problems, conducts background research, and provides 

recommendations.  Decision-Making: Quickl y dra ws co nclusions bas ed on  ava ilable informati on and 

initiates action promptly.  
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POSITION SPECIFIC COMPETENCIES 

Competency Description 

Position Specific Knowledge Demonstrates a practical u nderstanding of VICLAS and other rel evant data bas es us ed b y 

investigators t o track a nd/or link v iolent c rimes.  Dem onstrates comp etence in c ompleting 

and/or ensuring that investigators complete required VICLAS reports.  D emonstrates ability to 

analyze VICLAS data and identify crime trends and/or identify offenders.  

Enhanced Computer Skills Demonstrates abov e aver age abil ity to us e a ssorted softw are pr ograms and a pplications t o 

perform functions/responsibilities within the Section.  

Interpersonal Skills  Maintains composure and effectively deals with others.  Is patient and shows interest in others.  

Is easy to be around and is approachable.  Makes people feel appreciated and in touch with the 

person.  Others turn to this individual for advice and support.  

Analytical Report Preparation Demonstrates the ability to incorporate information from departmental databases, spreadsheets 

and W ord documents into c oncise written doc uments t hat g uide investigative an d t actical 

responses.  

 

QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Experience:  Type and Length Experience:  Type and Length 

5 years police experience 

Strong computer skills 

10 years police service 

Prior investigative experience 

Education: Education: 

Training: Training: 

Qualifications (Licences, Certificates, etc.): Qualifications (Licences, Certificates, etc.): 

Other: Other: 

Ability to work other agencies       
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VANCOUVER POLICE DEPARTMENT 

POSITION PROFILE 

 

 Rank:  
Constable Last Updated: 14 March 2006 

Section/Unit: Document Services 

Summary: Responsible f or the servic e of subp oenas/summons, sh ort notice c ourt notificatio ns/denotifications and c ourt 

ordered DNA collection.  

 

FUNCTIONS 

Function Description 

Document Service Performs activities relating to the tracking and serving of subpoenas and summonses for court purposes.  

 

Court-ordered DNA 
Collection 

Collects D NA samples from  parti es i n c ustody when a  DNA c ourt order is  i n effe ct.  T akes an d 

processes sample(s) in accordance with approved procedures.  

Court Notifications Communicates with s worn m embers reg arding short notice co urt notific ations an d/or den otifications.  

Acts as a liaison between VPD and Crown to facilitate court attendance by sworn members. 

Law Enforcement Enforces br eaches of statut e an d comm on la w including Crimi nal Co de offe nces, p rovincial statu es, 

traffic viol ations, b ylaws a nd other  fed eral an d provincial statutes.   I ncludes t he apprehension o f 

criminals and violators, which may involve the use of appropriate levels of force.   Serve s processes on 

offenders an d prep ares th e appr opriate documentation to the co urts, departme nt, and/ or rel ated 

agencies.  
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CORE COMPETENCIES 

Function Description 

Coaching Providing instr uction, gui dance, advic e a nd enc ouragement to h elp e mployees im prove the ir j ob 

performance.  Performance Planning & Review (Seeks i mproved i ndividual and  o rganizational 

performance and results): Manages own performance based on external feedback and self-assessment.   

Mentoring Helps others learn by setting a positive example.  

Communication Clearly comm unicates or ally and in writing.  Commu nicates cle arly, concisely a nd log ically. Oral 
Communication: Communicates clear ly, concisely and logically.  Written Communication: Writes in a 

complete, clear and concise manner.  

Community Focus Commitment to a community-based policing model that looks beyond immediate issues and searches for 

realistic longer term ans wers to complex community issues.  Public Participation (Incorporates public 

input and fe edback) Provi des a street polic e officer' s per spective i n co mmunity pl anning.  Identifi es 

problems in a rea. Community Policing: (Identif ying and so lving underlying c ommunity pr oblems) 

Responds to ci tizens with sensitivity in needs of different cultural and special needs groups.  Customer 
Focus: (Devel ops organizational acti ons, values & s ervices that foc us on  custom er needs.)  Give s 

complainants, victims and other citizens best effort to ensure customer satisfaction.  

Resource Management Works effectivel y a nd efficie ntly within fi nancial, human and physical r esources.  Work Management 
(Manages mult iple tasks and priorities for maximum pe rsonal and or ganizational success.)  Uses time 

and resources productively to complete investigations or projects that are  complete, within diary dates 

and meet th e requ ire sta ndard.  Financial Planning (Plans for  the  fina ncial well bei ng of the  

organization) Understand basic budgetary restraints placed on the team and the organization.  

Leadership Influencing, with integrity, others toward a d esired direction to achiev e the orga nizations mission go als, 

and fostering orga nizational valu es. Goal Achievement (Motivates a nd influ ences pe ople to ward th e 

achievement of goals.)   Has a clear sense of work/career goals.  Fostering Values (Demonstrates and 

promotes organizational values of the department) Treats everyone fairly and with respect and dignity to 

maintain a positive working environment. Planned Change (Facilitates planned organizational change) 

Supports planned organizational change by providing input in a constructive fashion.  

Problem Solving & 
Decision Making 

Analyzing a nd dev eloping appropriate so lutions to  pr oblems eval uating a co urse of a ctions r eaching 

logical decisions.  Problem Solving: Identifies problems, conducts background research, and prov ides 

recommendations.  Decision-Making: Quickl y dra ws co nclusions bas ed on  ava ilable informati on and 

initiates action promptly.  
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POSITION SPECIFIC COMPETENCIES 

Competency Description 

Position Specific 
Knowledge 

Demonstrates a practic al understanding of t he D ocument Services f unctions, i ncluding the servic e of 

subpoenas/summons a nd c ourt or dered D NA col lection t echniques.  D emonstrates a n a bility t o work 

with minimal supervision.  

Basic DNA Collection 
Techniques 

Demonstrates the abi lity to collect and process court ordered DNA samples in accordance with Section 

and judicial requirements.  

Interpersonal Skills Maintains composure and effectively deals with others.  Is patient and shows interest in others.  Is eas y 

to be around and is approachable.  Makes people feel appreciated and in touch with the person.  Others 

turn to this individual for advice and support.  

 

QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Experience:  Type and Length Experience:  Type and Length 

Sworn member       

Education: Education: 

Training: Training: 

      Court ordered DNA collection techniques 

Qualifications (Licences, Certificates, etc.): Qualifications (Licences, Certificates, etc.): 

Other: Other: 
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VANCOUVER POLICE DEPARTMENT 
JOB ANALYSIS QUESTIONNAIRE 

 
 

Position:  YOUTH REFERRAL COORDINATOR 

Section:   Youth Services Unit Division:  Operations Division 

 

SECTION ONE 

Job Summary 

Briefly describe the purpose of the job, what is done, and how 

The Youth Referral Coordina tor reviews cases and assesses the eligibilty and 

suitability of young persons in accordance with the criteria set out in the YCJA for 

the purpose of pre-charge referral to an appropriate agency.   This person 

maintains the the information received by  Service Pr oviders, updates PRI ME, 

liaises with the various Com munity and Provincial Agencies and provides  

members with the appropriate referral information .       

SECTION TWO 

JOB FUNCTIONS 

List the  functions of this job in order of importance 

 

1. Develop Memorandums of Understanding with Community Service Providers 

2. Screen all VPD cases referred by  members and forward the appropriate 

information to Service Provider  

3. Maintain adequate records of referred cases and update PRIME 
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4. Continually liaise with Community Service Pr oviders, Regional groups,  

appropriate Provincial Bodies  

5. Ensure that all computer and hard-copy information is up to date and accurate 

6. Provide continual information (through training) to  members regarding the 

Referral Process 

SECTION THREE 

DUTIES 

In point for m - List the major duties involved under each function that  you have li sted 

above: 

 

FUNCTION 1:  Develop Memorandums of Understanding with Community Partners 

 

Duties:   

 

• In accordance with the principals, objectives and requirements of 
YCJA and the protocol of the agencies, the MOU is intended to 
facilitate the referral by VPD, of young persons to the agency 
partner.  

 

FUNCTION 2:  Screen all VPD cases referred by members 

 

Duties:   

 

• To ensure that the young person meets the criteria set out in the 
declaration of principals of extrajudicial measures and 
extrajudicial sanctions according to the YCJA   

• To ensure that the referral meets section 34.02 of the Regulation 
and Procedure Manual 

 

FUNCTION 3:  Maintain adequate records of referred cases and update PRIME 
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Duties:   

 

• To ensure that members submit the appropriate GO information 
and that it is complete   

• To ensure that all information is forwarded to the appropriate 
agency and that the information is treated as  Protected 
Information   

• To ensure that all actions and conclusions are reported in the 
PRIME 

 

FUNCTION 4:   Liaise with Co mmunity Service Providers, Regional Groups and  

Provincial Bodies 

 

Duties:   

 

• To be aware of Community groups that may be well suited for 
partnership with VPD both operating and developing programs.   

• To attend Regional Conferences, Seminars and Workshops with 
regards to Restorative Justice practices.   

• To be familiar with the various types of Restorative Justice 
models and what ones are being practiced in Vancouver.   

• To seek strategies and best practices from other police agencies.  
• To maintain a good working relationship with Youth Crown 

Councel and Duty Councel in Vancouver inorder to gain case 
information and to keep Crown abreast of the extrajudicial 
measures practiced by VPD.  

 

FUNCTION 5:  Ensure all computer and hard-copy information is up to date and accurate 

 

Duties:   

 

• Ensure that all cases that are not to be referred are processed by 
other means.  

• Ensure that all information is organised in a logical and accesible 
manner.  This includes periodic reports and information from 
Service Providers, memorandums of understading, information 
relating to police referrals and policy and procedure documents.   

• Maintain and develop task specific forms and web site 
procedures to best suite the referral process and streamline the 
information collection process.  
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FUNCTION 6:  Update Members regarding Referral Process  

 

Duties:   

 

• Through the Training Section/Web Master, coordinate YCJA, 
PRIME and Referral updates for members.   

 

SECTION 4 

Human Characteristics 

What speci al knowled ge, ski lls and abilit ies are necessary to perform the job 

effectively? 

 

• Excellent interpersonal skills and the ability to build and develop 
relationships with a variety of different partners including police and non-
police agencies.  Above average computer skills.  

• The ability to maintain an effective working relationship with clients, public, 
police members 

• Exceptional communication skills with public in person and on phone 
• Exceptional organizational skills and ability to multi-task 
• Good knowledge of  the school system and the ability to communicate 

with Administration  
• Good knowledge of the Vancouver Police Department and its procedures 
• Exceptional knowledge in dealing with "at risk youth", knowing their 

environment, and needs,    as well as the ability to work with the families          
• Proficient computer skills in using  Word, Excel to produce databases, 

spreadsheets,  departmental forms 
• Ability to seek appropriate referral service providers for VPD to partner 

with 
• Should be self motivated and able to work without direct supervision 
• Have the ability to work cooperatively with diverse agencies and 

organizations    
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SECTION 5 

QUALIFICATIONS 

What experi ence, lengt h of service or previous  assignments is require d to do the  job 

effectively?  

 

• Must have experience in educational or public speaking 

• Extensive experience with youth an absolute necessity 

ASSETS: 

• Experience with youth justice work, probation, youth court liaison, special 

ed. assistant 

• Experience in facilitating/mediating victim/offender conflict 

• Prior experience as youth leader at community centers or non-profit 

societies  

• Graduate of College or University with a minor/major in Criminology, 

Youth Justice, Psychology, Social Work etc.  

If this position is filled by a Police Officer, the applicant should have a minimum 

of 5 years  service and a wide variet y of  experienc e inc luding, patrol and 

administrative duties. 

 

      

Completed by:  G. Thomson 1469 Date:  2006-January-06 

Approved by:        Date:        
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VANCOUVER POLICE DEPARTMENT 

POSITION PROFILE 

  
 Rank:  

Constable Last Updated: 14 March 2006 

Section/Unit: Information and Privacy Unit 

Summary: Responds to F OI requests by locating pertinent information in Departmental databases/records, appropriately 

vetting, and releasing in accordance with Section and legislated time lines.  

 

FUNCTIONS 

Function Description 

Case/File Management Manages all aspects of assigned cases, which includes the maintenance of files and documentation in a 

manner prescr ibed b y the S ection.  Prep ares and c o-ordinates rel evant docume ntation to e nsure 

thoroughness in the investigation(s).  

Information 
Management 
Processing 

Coordinates and tracks infor mation to meet section needs.  Maintains a data base and diss eminates 

information to assist in meeting section and Departmental objectives.  

FOI Report Preparation In response to  FOI requests,  locat es and vets related documentation.  S ynthesizes and presents thi s 

documentation in a written f ormat t hat me ets legis lated requ irements, and ma intains the integr ity of 

sensitive or ongoing investigations.      

 

Resource Person Acts as a res ource person t o po lice m embers, government ag encies and th e comm unity o n secti on 

related matters.  Responds to inquiries from the media and the community.  Communicates information 

on a one-to-one basis, in the classroom setting, and in public settings.  

 

CORE COMPETENCIES 

Function Description 

Coaching Providing instr uction, gui dance, advic e a nd enc ouragement to h elp e mployees im prove the ir j ob 

performance.  Performance Planning & Review (Seeks i mproved i ndividual and  o rganizational 
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CORE COMPETENCIES 

Function Description 

performance and results): Manages own performance based on external feedback and self-assessment.   

Mentoring Helps others learn by setting a positive example.  

Communication Clearly comm unicates or ally and in writing.  Commu nicates cle arly, concisely a nd log ically. Oral 
Communication: Communicates clear ly, concisely and logically.  Written Communication: Writes in a 

complete, clear and concise manner.  

Community Focus Commitment to a community-based policing model that looks beyond immediate issues and searches for 

realistic longer term ans wers to complex community issues.  Public Participation (Incorporates public 

input and fe edback) Provi des a street polic e officer' s per spective i n co mmunity pl anning.  Identifi es 

problems in a rea. Community Policing: (Identif ying and so lving underlying c ommunity pr oblems) 

Responds to ci tizens with sensitivity in needs of different cultural and special needs groups.  Customer 
Focus: (Devel ops organizational acti ons, values & s ervices that foc us on  custom er needs.)  Give s 

complainants, victims and other citizens best effort to ensure customer satisfaction.  

Resource Management Works effectivel y a nd efficie ntly within fi nancial, human and physical r esources.  Work Management 
(Manages mult iple tasks and priorities for maximum pe rsonal and or ganizational success.)  Uses time 

and resources productively to complete investigations or projects that are  complete, within diary dates 

and meet th e requ ire sta ndard.  Financial Planning (Plans for  the  fina ncial well bei ng of the  

organization) Understand basic budgetary restraints placed on the team and the organization.  

Leadership Influencing, with integrity, others toward a d esired direction to achiev e the orga nizations mission go als, 

and fostering orga nizational valu es. Goal Achievement (Motivates a nd influ ences pe ople to ward th e 

achievement of goals.)   Has a clear sense of work/career goals.  Fostering Values (Demonstrates and 

promotes organizational values of the department) Treats everyone fairly and with respect and dignity to 

maintain a positive working environment. Planned Change (Facilitates planned organizational change) 

Supports planned organizational change by providing input in a constructive fashion.  

Problem Solving & 
Decision Making 

Analyzing a nd dev eloping appropriate so lutions to  pr oblems eval uating a co urse of a ctions r eaching 

logical decisions.  Problem Solving: Identifies problems, conducts background research, and provides 

recommendations.  Decision-Making: Quickl y dra ws co nclusions bas ed on  ava ilable informati on and 

initiates action promptly.  
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POSITION SPECIFIC COMPETENCIES 

Competency Description 

Position Specific 
Knowledge 

Demonstrates practical knowledge of the Freedom of Information and Privacy Act.  Demonstrates sound 

working knowledge of Departmental reporting databases and investigative requirements.  Demonstrates 

the ability to meet time lines and reporting requirements as per Section and legislative standards.  

Investigative 
Administrative Skills 

Demonstrates a strong working knowledge of PRIME and its role in the investigative function.  Displays 

ability to prioritize, assign and manage cases; and maintain BF schedules/critical time lines.  

Organizational 
Awareness 

Demonstrates the a bility to  u nderstand an d man age re lationships within the VPD and other  gr oups, 

agencies or organizations.  Recognizes who the key decision-makers are and predicts how new events 

or situati ons will affect al l sta keholders.  Op erates effectiv ely within th e VPD’s or oth er orga nization’s 

informal structure.  

Technical Report 
Writing 

Demonstrates the ability to incorporate information from multiple sources into concise written / schematic 

documents that detail investigative results.  

 

QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Experience:  Type and Length Experience:  Type and Length 

5 years experience as PC  10 years experience as PC 

Education: Education: 

Training: Training: 

FOI related training            

Qualifications (Licences, Certificates, etc.): Qualifications (Licences, Certificates, etc.): 

Other: Other: 

Strong file management skills       
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VANCOUVER POLICE DEPARTMENT 

POSITION PROFILE 

Rank:  Police Constable Last Updated: 2003-06-24

Position: Crime Analysis Team 

Summary: Develops and implements a systematic process which is directed at providing timely and pertinent information relative 

to crime patterns and trend correlation.  

 

FUNCTIONS 

Function Description 

Tactical Analysis Identifies specific and immediate crime problems by retrieving data from existing information systems.  

Provides weekly crime mapping.  

Strategic Analysis Provides statistical summari es to mana gers and i nvestigators inc luding weekly cri me mapp ings.  

Analyzes long term crime trends.  

Resource Person Cultivates i nvestigative reso urces inc luding other police a gencies, VPD Sections, other  organizations, 

and individuals with va luable ski lls.  C ultivates a nd m anages informants usi ng th e esta blished 

departmental procedures.  

Crime Analysis Report 
Preparation 

Prepares numerous reports on a wide range of topics relating to crime trends, secur ity problems, crime 

prevention techniques and investigation status reports. 

 

CORE COMPETENCIES 

Competency Description 

Coaching Providing i nstruction, g uidance, advice and encouragement to hel p e mployees imp rove their  job  
performance.  Performance Planning & Review (Seeks i mproved i ndividual and  o rganizational 

performance and results): Manages own performance based on external feedback and self-assessment.   

Mentoring Helps others learn by setting a positive example.  

Communication Clearly comm unicates or ally and in writing.  Commu nicates cle arly, concisely a nd log ically. Oral 
Communication: Communicates clear ly, concisely and logically.  Written Communication: Writes in a 
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CORE COMPETENCIES 

Competency Description 

complete, clear and concise manner. 

 

Community Focus Commitment to a community-based policing model that looks beyond immediate issues and searches for 

realistic longer term ans wers to complex community issues.  Public Participation (Incorporates public 

input and fe edback) Provi des a street polic e officer' s per spective i n co mmunity pl anning.  Identifi es 

problems in a rea. Community Policing: (Identif ying and so lving underlying c ommunity pr oblems) 

Responds to ci tizens with sensitivity in needs of different cultural and special needs groups.  Customer 
Focus: (Devel ops organizational acti ons, values & s ervices that foc us on  custom er needs.)  Give s 

complainants, victims and other citizens best effort to ensure customer satisfaction.  

Resource Management Works effectivel y a nd efficie ntly within fi nancial, human and physical r esources.  Work Management 
(Manages mult iple tasks and priorities for maximum pe rsonal and or ganizational success.)  Uses time 

and resources productively to complete investigations or projects that are  complete, within diary dates 

and meet th e requ ire sta ndard.  Financial Planning (Plans for  the  fina ncial well bei ng of the  

organization) Understand basic budgetary restraints placed on the team and the organization.  

Leadership Influencing, with integrity, others toward a d esired direction to achiev e the orga nizations mission go als, 

and fostering orga nizational valu es. Goal Achievement (Motivates a nd influ ences pe ople to ward th e 

achievement of goals.)   Has a clear sense of work/career goals.  Fostering Values (Demonstrates and 

promotes organizational values of the department) Treats everyone fairly and with respect and dignity to 

maintain a positive working environment. Planned Change (Facilitates planned organizational change) 

Supports planned organizational change by providing input in a constructive fashion.  

Problem Solving & 
Decision Making 

Analyzing and developi ng appropri ate solutions to problems evaluating a course of a ctions 
reaching logical decisions.  Problem Solving: Identifies problems, conducts background research, and 

provides reco mmendations.  Decision-Making: Quickl y dr aws co nclusions b ased on av ailable 

information and initiates action promptly.  
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POSITION SPECIFIC COMPETENCIES 

Competency Description 

Position Specific Knowledge Demonstrates a practica l kn owledge of da ta input/e xtraction.   Demo nstrates a strong  abil ity t o 

conduct Tactical/Strategic/Administrative analysis using a variety of databases, and other computer 

applications/programs.   D isplays an  a bility t o i nterpret and co-or dinate d ata for  the  pur pose of  

preparing reports suitable for directing police and community resources. 

Enhanced Computer Skills Demonstrates above average ability to use assorted software programs and applications to perform 

functions/responsibilities within the Section. 

Analytical Ability Maintains a h igh degr ee of technical competence usi ng d epartmental data bases, mappi ng, 

spreadsheet a nd word processing soft ware.  App lies k nowledge of descri ptive a nd infer ential 

statistical methods.  Ap plies police experience to the evaluation and interpretation of departmental 

data.  

Analytical Report Preparation Demonstrates the ability to incorporate information from departmental databases, spreadsheets and 

Word documents into concise written documents that guide investigative and tactical responses. 

 

QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Experience:  Type and Length Experience:  Type and Length 

3 Years Police 5 Years Experience 

Education: Education: 

Some Post Secondary Post Secondary in Criminology / Computer Science 

Training: Training: 

      

Microsoft Office (Word / Excel / Access) 

Extract program training 

Investigator’s Course 

Qualifications (Licences, Certificates, etc.): Qualifications (Licences, Certificates, etc.): 
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QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Use of Force       

Other: Other: 

 

DISTRICT ANALYSTS – JOB DESCRIPTION 

• Browse all District PRIME reports from the previous day / weekend 

• Record ‘unique’ information or MO’s in a searchable crime log 

• Peruse daily CAU ‘ Patrol Bulletins’ and do further research and analysis 

as required 

• Monitor daily thresholds for abnormalities and use ArcExplorer to analyze 

crimes for patterns, hotspots, suspects, MO’s, time range etc. 

• Use CORNET and work closely with the Chronic Offender Program 

(COP) to monitor the release of chronic offenders and other criminals of 

special interest 

• Monitor hotspot maps and provide an appropriate analysis for Patrol 

members 

• Maintain a list of problem premises for a response by Patrol 

• Liaise with other VPD analysts as required (P&R, SOS, GIU, Robbery, 

CIS etc) 

• Prepare timely crime reports for Patrol electronic parade briefings 

• Attend ‘Bravo’ and ‘Charlie’ parades at least once per rotation for each 

team and more frequently if required 

• Attend ‘Weekly Crime Review’ meetings and share information relative to 

potential targets and Crime Trends / MOs 

• Submit target proposals to their District Target Teams and Strike Force 

• Meet regularly with District management to discuss current crime trends / 

problems/ strategies / evaluation. 
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VANCOUVER POLICE DEPARTMENT 

JOB ANALYSIS QUESTIONNAIRE 
 
 

Position:  Robbery / Assault / Arson   Analyst - Coordinator  

Section:   Major Crime Section  Division:  Investigation 

SECTION ONE 

Job Summary 

Briefly describe the purpose of the job, what is done, and how 

 

The purpose of this job is to as sist  two supervisors,  twenty plus investigators  

and two c ivilian s upport staff with t he manageme nt and administration of 

information / intelligence, analys is, data maintanence, and liaison to help ensure 

the efficiency and effectiveness of the Robbery / Assault / Arson Unit.   

    

 

SECTION TWO 

JOB FUNCTIONS 

List the  functions of this job in order of importance 

 

1. Review all incoming information and intelligence from both internal and 

external s ources to determine: relevanc e to operational and historical files;  

potential threats; and maintain files of same. 
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2. Create and maintain data files on bank r obberies, and other cases as directed, 

for the purpose of linking serial crimes and predicting future serial crime incidents 

using spreadsheets, link charts, timelines, mapping and other analytical tools.   

 

3. Review, maintain and distribute in formation rega rding parolees who are 

wanted by the Correctional Service of Canada in the Vancouver region. 

 

4. Maintain contacts with the financial ins titution cor porate security community  

and outside law enforcement agencies incl uding t he Correctional Service of  

Canada. 

 

5. Provide experienc e and knowledge and act as a resource person to assist  

patrol members, investigators, supervisors, support staff and community partners 

as required.  

 

SECTION THREE 

DUTIES 

In point for m - List the major duties involved under each function that  you have li sted 

above: 

 

FUNCTION 1:  Review all incoming informat ion and intelligence from both internal and 

external sources to de termine: relevance to operational and historical file s; pot ential 

threats; and maintain files of same. 

 

Duties:   

 

Check overnights, patrol bulletins, robbery and other bulletins of 
outside jursidictions, and all other incoming information and 
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intelligence for incidents of relevance and bring to the attention of 
Squad NCOs and / or  investigator(s). Maintain files of same.   

 

FUNCTION 2:   Create and maintain data files on bank robberies, and other cases a s 

directed, fo r the purpose of linkin g serial crimes and p redicting fut ure serial crime 

incidents using spreadheets, link charts, timelines, mapping and other analytical tools. 

 

Duties:   

 

Maintain Excel spreadsheets of bank robberies for sharing with the 
provincial coordinator and investigative partners; and to extract 
information regarding serial crimes, providing crime analysis and 
preventative analysis of these occurrances as required. 

 

FUNCTION 3:  .Review, maintain and distri bute information regarding parolees who are  

wanted by the Correctional Service of Canada in the Vancouver region. 

 

Duties:   

 

Review daily information received from Federal authorities regarding 
parolees, distribute as required, and maintain files of same. 

 

FUNCTION 4:   Maint ain contacts with the financial institution corporate security 

community and outside law enforcement agen cies including the Corre ctional Service of  

Canada. 

 

Duties:   

 

Maintain investigative contacts and contact telephone lists, liaise with 
financial institutions, other police jurisdictions on cross border serial 
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crimes. Act as the contact person within the unit to deal with day to day 
inquiries of an investigative nature from outside the Department. 
Provide professional advice regarding preventative measures that may 
be taken and investigative aids that may be deployed to assist in the 
prevention or investigation of occurances.   

 

FUNCTION 5:   Provide experience and know ledge and act as a resource person to  

assist patro l members, investigators, supervisors, support staff and communit y partners 

as required. 

 

Duties:   

 

Be available to assist patrol members, investigators, supervisors, 
support staff and community partners as required in dealing with issues 
that may arise during, or as a result of an investigation. 

 

FUNCTION 6:        

 

Duties:   

 

      

SECTION 4 

Human Characteristics 

What speci al knowled ge, ski lls and abilit ies are necessary to perform the job 

effectively? 
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Seasoned Investigator with experience in complex inv estigations and possesses  

analytical, problem solving and computer skills. 

 

SECTION 5 

QUALIFICATIONS 

What experi ence, lengt h of service or previous  assignments is require d to do the  job 

effectively?  

 

Experienced Investigation Divis ion invest igator with training in Strategic and 

Tactical Intelligence Analys is, Crime Analysis, Major Case Management,  

computer literate including Advanced Exce l & I2 software training and keyboard 

skills.  

 

     

Completed by:  A.B Pe arce 

Detective 268  

Date:  06-01-18 

Approved by:        Date:        

 

 
VANCOUVER POLICE DEPARTMENT 

POSITION PROFILE 

  
 Rank:  

Constable Last Updated: 20 Sept 2004

Section/Unit: Statement Analyst 
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Summary: Responsible for examining pure version statements to detect truthfulness or deception and forensic interviewing. 

FUNCTIONS 

Function Description 

Statement Analysis Examines written statements  to obtain inf ormation and detect truthf ulness or dec eption.  Provid es 

instruction and advice on obtaining pure version statements. 

Statement Analysis 
Training 

Develops an d del ivers tr aining programs t o VPD personnel and rec ognized o utside agencies with 

regards to statement analysis, obtaining written statements, and the use of view questionnaires. 

“VIEW” Questionnaire 
Composition 

Writes ‘view questionnaires’ for investi gators.  Prov ides instruction to i nvestigators on the presentation 

and analysis of questionnaires.  Conducts analysis of questionnaires. 

Forensic Interviewing 
Participation 

As a member of the F orensic Interview Team, acts as a resourc e to tea m members a nd/or personally 

conducts forensic interviews. 

Investigative 
Resources 
Management 

Cultivates i nvestigative reso urces inc luding other police a gencies, VPD Sections, other  organizations, 

and individuals with va luable ski lls.  C ultivates a nd m anages informants usi ng th e esta blished 

departmental procedures. 

Resource Person Acts as a res ource person t o po lice m embers, government ag encies and th e comm unity o n secti on 

related matters.  Responds to inquiries from the media and the community.  Communicates information 

on a one-to-one basis, in the classroom setting, and in public settings. 

 

CORE COMPETENCIES 

Function Description 

Coaching Providing instr uction, gui dance, advic e a nd enc ouragement to h elp e mployees im prove the ir j ob 

performance.  Performance Planning & Review (Seeks i mproved i ndividual and  o rganizational 

performance and results): Manages own performance based on external feedback and self-assessment.   

Mentoring Helps others learn by setting a positive example.  

Communication Clearly comm unicates or ally and in writing.  Commu nicates cle arly, concisely a nd log ically. Oral 
Communication: Communicates clear ly, concisely and logically.  Written Communication: Writes in a 

complete, clear and concise manner.  
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CORE COMPETENCIES 

Function Description 

Community Focus Commitment to a community-based policing model that looks beyond immediate issues and searches for 

realistic longer term ans wers to complex community issues.  Public Participation (Incorporates public 

input and fe edback) Provi des a street polic e officer' s per spective i n co mmunity pl anning.  Identifi es 

problems in a rea. Community Policing: (Identif ying and so lving underlying c ommunity pr oblems) 

Responds to ci tizens with sensitivity in needs of different cultural and special needs groups.  Customer 
Focus: (Devel ops organizational acti ons, values & s ervices that foc us on  custom er needs.)  Give s 

complainants, victims and other citizens best effort to ensure customer satisfaction.  

Resource Management Works effectivel y a nd efficie ntly within fi nancial, human and physical r esources.  Work Management 
(Manages mult iple tasks and priorities for maximum pe rsonal and or ganizational success.)  Uses time 

and resources productively to complete investigations or projects that are  complete, within diary dates 

and meet th e requ ire sta ndard.  Financial Planning (Plans for  the  fina ncial well bei ng of the  

organization) Understand basic budgetary restraints placed on the team and the organization. 

Leadership Influencing, with integrity, others toward a d esired direction to achiev e the orga nizations mission go als, 

and fostering orga nizational valu es. Goal Achievement (Motivates a nd influ ences pe ople to ward th e 

achievement of goals.)   Has a clear sense of work/career goals.  Fostering Values (Demonstrates and 

promotes organizational values of the department) Treats everyone fairly and with respect and dignity to 

maintain a positive working environment. Planned Change (Facilitates planned organizational change) 

Supports planned organizational change by providing input in a constructive fashion.  

Problem Solving & 
Decision Making 

Analyzing a nd dev eloping appropriate so lutions to  pr oblems eval uating a co urse of a ctions r eaching 

logical decisions.  Problem Solving: Identifies problems, conducts background research, and provides 

recommendations.  Decision-Making: Quickl y dra ws co nclusions bas ed on  ava ilable informati on and 

initiates action promptly.  

 

POSITION SPECIFIC COMPETENCIES 

Competency Description 

Position Specific 
Knowledge 

Demonstrates a practical un derstanding of f orensic int erviewing ski lls.  Demonstrates a profic iency i n 

examining pure version statements to detect truthfulness or deception.  

Interpersonal Skills  Maintains composure and effectively deals with others.  Is patient and shows interest in others.  Is eas y 

to be around and is approachable.  Makes people feel appreciated and in touch with the person.  Others 

turn to this individual for advice and support.  
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POSITION SPECIFIC COMPETENCIES 

Competency Description 

Interviewing Skills Demonstrates an ability to i nterview v ictims/witnesses/suspects related to crime.  Emplo ys appropriate 

technique or  st yle g iven specific  d emands of i nvestigation or intervi ew ( e.g. Co gnitive/Step-

wise/Reid/Forensic).  

 

QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Experience:  Type and Length Experience:  Type and Length 

Prior investigative experience 

Minimum 5 years police service 

5 years investigative experience 

10 years police service 

Education: Education: 

Training: Training: 

      

Reids Interviewing and Interrogation Course 

CPC Polygraph School 

SCAN Statement Analysis 

Hypnosis 

Assessment Centre Assessor’s Course      

Qualifications (Licences, Certificates, etc.): Qualifications (Licences, Certificates, etc.): 

      
Certification w ith Canadian Association of  Police Po lygraphist; 

and American Polygraph Association 

Other: Other: 
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VANCOUVER POLICE DEPARTMENT 

POSITION PROFILE 

    

Rank:  Constable Last Updated: 14 March 2006 

Section/Unit: Health and Safety Unit 

Summary: Ensures that workplace standards, as required by WCB and other regulatory bodies, are maintained.  Administers 

multiple health and safety programs.  Identifies and investigates workplace hazards. 

 

FUNCTIONS 

Function Description 

Education Provides e ducation a nd tra ining to t he c ommunity on a o ne-to-one basis an d in a gr oup settin g.  

Prepares training bulletins and other written information relevant to the department and/or community.  

Information 
Management 
Processing 

Coordinates and tracks infor mation to meet section needs.  Maintains a data base and diss eminates 

information to assist in meeting section and Departmental objectives.  

Policy Development/ 
Implementation 

Works with r elevant stake holders in th e dev elopment and impl ementation of section an d/or 

Departmental policy.  Develops protocol and policy that is consistent with current case law and needs of 

section and/or Department.  

Program Coordination Works with al l stakehol ders to ide ntify secti on ne eds an d secure the res ources n ecessary to ach ieve 

section and/or Departmental goa ls.  Admini sters and de livers section sp ecific programs in accord ance 

with Departmental needs.  
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CORE COMPETENCIES 

Function Description 

Coaching Providing instr uction, gui dance, advic e a nd enc ouragement to h elp e mployees im prove the ir j ob 

performance.  Performance Planning & Review (Seeks i mproved i ndividual and  o rganizational 

performance and results): Manages own performance based on external feedback and self-assessment.   

Mentoring Helps others learn by setting a positive example.  

Communication Clearly comm unicates or ally and in writing.  Commu nicates cle arly, concisely a nd log ically. Oral 
Communication: Communicates clear ly, concisely and logically.  Written Communication: Writes in a 

complete, clear and concise manner.  

Community Focus Commitment to a community-based policing model that looks beyond immediate issues and searches for 

realistic longer term ans wers to complex community issues.  Public Participation (Incorporates public 

input and fe edback) Provi des a street polic e officer' s per spective i n co mmunity pl anning.  Identifi es 

problems in a rea. Community Policing: (Identif ying and so lving underlying c ommunity pr oblems) 

Responds to ci tizens with sensitivity in needs of different cultural and special needs groups.  Customer 
Focus: (Devel ops organizational acti ons, values & s ervices that foc us on  custom er needs.)  Give s 

complainants, victims and other citizens best effort to ensure customer satisfaction.  

Resource Management Works effectivel y a nd efficie ntly within fi nancial, human and physical r esources.  Work Management 
(Manages mult iple tasks and priorities for maximum pe rsonal and or ganizational success.)  Uses time 

and resources productively to complete investigations or projects that are  complete, within diary dates 

and meet th e requ ire sta ndard.  Financial Planning (Plans for  the  fina ncial well bei ng of the  

organization) Understand basic budgetary restraints placed on the team and the organization.  

Leadership Influencing, with integrity, others toward a d esired direction to achiev e the orga nizations mission go als, 

and fostering orga nizational valu es. Goal Achievement (Motivates a nd influ ences pe ople to ward th e 

achievement of goals.)   Has a clear sense of work/career goals.  Fostering Values (Demonstrates and 

promotes organizational values of the department) Treats everyone fairly and with respect and dignity to 

maintain a positive working environment. Planned Change (Facilitates planned organizational change) 

Supports planned organizational change by providing input in a constructive fashion.  

Problem Solving & 
Decision Making 

Analyzing a nd dev eloping appropriate so lutions to  pr oblems eval uating a co urse of a ctions r eaching 

logical decisions.  Problem Solving: Identifies problems, conducts background research, and provides 

recommendations.  Decision-Making: Quickl y dra ws co nclusions bas ed on  ava ilable informati on and 

initiates action promptly. 
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POSITION SPECIFIC COMPETENCIES 

Competency Description 

Position Specific 
Knowledge 

Demonstrates a practical un derstanding of  the workplace stan dards requ ired b y W CB, and  oth er 

regulatory b odies.  Dem onstrates the a bility to administer multipl e h ealth and saf ety programs.  

Demonstrates the ability to identify and investigate workplace hazards.  

Organizational 
Awareness 

Demonstrates the a bility to  u nderstand an d man age re lationships within the VPD and other  gr oups, 

agencies or organizations.  Recognizes who the key decision-makers are and predicts how new events 

or situati ons will affect al l sta keholders.  Op erates effectiv ely within th e VPD’s or oth er orga nization’s 

informal structure.  

Technical Report 
Writing 

Demonstrates the ability to incorporate information from multiple sources into concise written / schematic 

documents that detail investigative results. 

Time Management 
Skills 

Demonstrates an ab ility t o prioritize mu ltiple tasks while p erforming duti es effectivel y and effici ently.  

Maintains scheduled time lines.  Responds and adapts to shifting priorities.  

 

QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Experience:  Type and Length Experience:  Type and Length 

5 years experience as PC 10 years experience as PC 

Education: Education: 

Training: Training: 

Microsoft Office WCB or workplace standards related courses 

Qualifications (Licences, Certificates, etc.): Qualifications (Licences, Certificates, etc.): 

Other: Other: 

Strong file management skills       
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VANCOUVER POLICE DEPARTMENT 

POSITION PROFILE 

    

Rank:  Sergeant Last Updated: 14 March 2006 

Section/Unit: Career Development Unit 

Summary: Co-ordinates the d esign a nd deliv ery of th e Performa nce Devel opment program an d t he trai ning of end users.  

Administers the promoti onal process(es) an d works coo peratively with panels/committees to mai ntain process  

integrity and make recommendations for improvements. 

 

FUNCTIONS 

Function Description 

Controlling – 
Administrative Sgt 

Discipline:  Maintains disc ipline at a T eam/Squad l evel as per dep artmental reg ulations an d leg al 

requirements (Polic e Act, Crimina l Co de).  Invest igates citizen com plaints aga inst members when 

assigned b y management or Interna l Inv estigations S quad.   Deals with p erformance pro blems a nd 

issues using the departments approved labour process. Administrative Duties: Provides Administrative 

controls on numerous Functions including, reconciliation accounting, time entry, current and proj ected 

duty sheets, annual leaves and other miscellaneous leaves.  Generates reports on the above as well as 

other activities relati ng to  s quad/team/section fu nctions and r esponsibilities. Project Management: 

Assigns projects to the appropriate members.  Reviews projects/assignments with members on a one-to-

one bas is a nd in  a group setting.  Ensures th at the  nec essary r esources are a pplied to e ach 

project/assignment.  

Leading and Directing 
– Administrative Sgt 

Performance Development:  Identifies Performance standards for Team members, monitors individual 

Performance, provides and solicits feedback and assists members in eli minating gaps in performance, 

assists memb ers in car eer Plan ning b y facilitatin g i n-service trai ning an d jo b rot ation within the  

Department.  Compl etes for mal re ports o n sub ordinates' performanc e. Work Load Management: 

Monitors the work demands (i.e. incomin g calls/cases) for the Section or Team and assi gns workload 

based on priority.  Ensures adequate and safe levels of deployment to facilitate the successful resolution 

of incidents and apprehension of s uspects.  Makes contact with complainants and/or victims, advising 

them of delays an d/or cas e stat us.   W hen necessary ensures that  c rime sce nes are pres erved f or 

Forensic applications and evidence is processed correctly.  Motivation:  Creates an environment that is 

positive and e ncouraging a nd assists members to reconc ile their p ersonal g oals with organizational 

goals.  Crime Scene Supervision: Supervises crime scen es when necessary, ensuring that evidence, 

witnesses, and victims are dealt with in an appropriate manner.  Provi des selective information to the  
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FUNCTIONS 

Function Description 

media an d pr ovides gu idelines for the r elease of  i nformation.  Co mmunicates with the coro ner, 

pathologist, forensic investigators, other specialists, and prosecutors.  

Organizing Deploys mem bers in accordance with Division, Distr ict, Team, or Section o bjectives, safet y 

considerations, labo ur relati ons gui delines, person nel c ompatibility an d crime ana lysis projecti ons.  

Prepares projected duty rosters and partnerships in accordance with the above considerations.  

Planning Facilitates th e establ ishment of goa ls an d o bjectives for the T eam or  Section a nd ass ists in devis ing 

strategies for achievement of these goals.  Plans cr ime reduction and crime prevention strategies and 

includes team members i n thi s process.  Gather s and uses appropriate intelli gence to  guide planning 

process.  Se ts and comm unicates stan dards for individual mem bers and te am performa nce. 

Communicates plan in both written and verbal format.  

Performance 
Development 
Administration 

Facilitates delivery of the Per formance Development program.  Monitors compli ance rates and d elivers 

ongoing training to end us ers.  Conducts on-going status checks in  an attempt to improve program 

delivery.  

Promotion Process 
Administration 

Works in col laboration with selection committees and panels to sc hedule and deliver all aspects of the 

Sgt Sel ection Process.  T racks resu lts and prov ides guidance to  i nvolved c andidates.  M akes 

recommendations re policy chan ges an d app eals to governing c ommittee(s).  Assists with Ins pector 

Selection Process as required.  

 

CORE COMPETENCIES 

Function Description 

Coaching Providing instr uction, gui dance, advic e a nd enc ouragement to h elp e mployees im prove the ir j ob 

performance.  Performance Planning & Review: (Se eks i mproved i ndividual and  o rganizational 

performance a nd r esults). P rovides fe edback to others bas ed on  es tablished targ ets an d cr iteria.  
Mentoring: Models the qualities that are expected by other employees.  

Communication Clearly c ommunicates oral ly and in writing.  Oral Communication:  Facilitates grou p discuss ion 

ensuring involvement of all participants.  Written Communication:  Writes formal and informal reports in 

a clear and concise manner.  

Community Focus Commitment to a community-based policing model that looks beyond immediate issues and searches for 

realistic longer term ans wers to complex community issues.  Public Participation (Incorporates public 
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CORE COMPETENCIES 

Function Description 

input a nd fe edback) Dem onstrates u nderstanding of  d ifferent tech niques for  p ublic cons ultation.  
Community Policing: (Identifying and solving underlying community problems) Develops programs that 

address crime  and order p roblems an d their underlying pro blems. Customer Focus: (Develops 

organizational actions, values & services th at focus on customer needs.)  Promotes a customer service 

ethic among others. 

Resource Management Works effectivel y a nd efficie ntly within fi nancial, human and physical r esources.  Work Management 
(Manages mult iple tasks a nd priorities for maximum p ersonal and organizational success.)  Organize s 

resources in such a way as to capitalize on strengths of staff by understanding their interests.  Financial 
Planning (Plans for the finan cial well being of the organ ization) Assists in  preparing and provides i nput 

into operational budgets.  

Leadership Influencing, with integrity, others toward a desired direction to achieve the organization's mission goals, 

and fostering orga nizational valu es. Goal Achievement (Motivates a nd influ ences pe ople to ward th e 

achievement of goals.)   Exem plifies d epartment values to  al ign team memb ers' efforts with 

organizational goa ls.  Fostering Values (Demonstrates and prom otes org anizational valu es of the  

department) Consistently promotes the development of D epartmental values by setting an e xample for 

others to  fol low. Planned Change (Facilitates planned orga nizational chan ge) Res ponds to pla nned 

changes in a planned and deliberate way.  

Problem Solving & 
Decision Making 

Analyzing a nd devel oping a ppropriate so lutions to problems eval uating a course of  action reac hing 

logical decisions.  Problem Solving: Uses the systems approach to problem solving.  Decision Making: 

Is objective when making decisions, especially concerning emotional issues, to e nsure consistency of  

judgment.  

 

 

POSITION SPECIFIC COMPETENCIES 

Competency Description 

Position Specific 
Knowledge 

Demonstrates a practical understanding of Performance Development including program design/delivery 

and the trai ning of end users .  De monstrates practical kn owledge of  the Promotion Pr ocess an d th e 

ability to work cooper atively with p anels/committees to maintai n p rocess inte grity an d make  

recommendations for improvements.  

Effective Presentation 
Skills 

Communicates comfortab ly and c learly in a public or classroom setting.  Employs a  variety of tra ining 

aids to develop, enhance and/or deliver subject matter.  Prepares lesson plans in prescribed format.  
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POSITION SPECIFIC COMPETENCIES 

Competency Description 

Enhanced Computer 
Skills 

Demonstrates abov e aver age abil ity to us e assort ed soft ware pr ograms and a pplications to perfor m 

functions/responsibilities within the Section.  

Technical Report 
Writing 

Demonstrates the ability to incorporate information from multiple sources into concise written / schematic 

documents that detail investigative results. 

 

 

QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Experience:  Type and Length Experience:  Type and Length 

Substantive NCO       

Education: Education: 

Training: Training: 

Microsoft Office      
Effective Presentation course 

SAP Performance Development course      

Qualifications (Licences, Certificates, etc.): Qualifications (Licences, Certificates, etc.): 

Other: Other: 

Strong organizational/writing skills       
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VANCOUVER POLICE DEPARTMENT 

POSITION PROFILE 

    

Rank:  Constable Last Updated: 20 Sept 2004

Section/Unit: Robbery/Assault 

Summary: Responsible for all aspects relating to Robbery/Assault investigations including conducting interviews with victims, 

witnesses, suspects and other persons having information relating to the investigation; acts as a resour ce to other 

police members and agencies. 

 

FUNCTIONS 

Function Description 

Gathering and 
Handling of Evidence 

Manages a nd co-ordinates th e gath ering of  evide nce relating to al l inv estigations.  Co -ordinates the  

gathering of physical evidence with Forensic and other specialty investigators.  Ensures documentation 

of all activities .  Conducts intervie ws with vict ims, witnesses, suspect s and other p ersons h aving 

information r elating to the  in vestigation.  Conducts interr ogation sess ions with s uspects an d acc used 

persons.  

Case/File Management Manages all aspects of assigned cases, which includes the maintenance of files and documentation in a 

manner prescr ibed b y the S ection.  Prep ares and c o-ordinates rel evant docume ntation to e nsure 

thoroughness in the investigation(s). 

Witness/Victim 
Management 

Manages all activities surrounding the activities of witnesses and / or vict ims of crimes as they relate to 

the crimes investigated.   In cludes the locating of witnesses and vict ims, provid ing security and other 

logistics and obtaining statements.  Ensures victims and / or witnesses obtain the n ecessary resources 

and assistance to carry out their duties.  

Court Preparation & 
Presentation 

Prepares all documentation, evidence and reports necessary to pr ocess offenders in court.  Co nducts 

follow-up and corroborative evidence as required by the Section and the Crown Counsel.  Prep ares all 

documentation and reports relating to the prosecution of offenders in court. 

Intelligence Gathering Gathers and c o-ordinates i nformation on p ersons/locations/vehicles of interest to the section in an  

attempt to guide enforcement efforts.  
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CORE COMPETENCIES 

Function Description 

Coaching Providing instr uction, gui dance, advic e a nd enc ouragement to h elp e mployees im prove the ir j ob 

performance.  Performance Planning & Review (Seeks i mproved i ndividual and  o rganizational 

performance and results): Manages own performance based on external feedback and self-assessment.   

Mentoring Helps others learn by setting a positive example. 

Communication Clearly comm unicates or ally and in writing.  Commu nicates cle arly, concisely a nd log ically. Oral 
Communication: Communicates clear ly, concisely and logically.  Written Communication: Writes in a 

complete, clear and concise manner. 

Community Focus Commitment to a community-based policing model that looks beyond immediate issues and searches for 

realistic longer term ans wers to complex community issues.  Public Participation (Incorporates public 

input and fe edback) Provi des a street polic e officer' s per spective i n co mmunity pl anning.  Identifi es 

problems in a rea. Community Policing: (Identif ying and so lving underlying c ommunity pr oblems) 

Responds to ci tizens with sensitivity in needs of different cultural and special needs groups.  Customer 
Focus: (Devel ops organizational acti ons, values & s ervices that foc us on  custom er needs.)  Give s 

complainants, victims and other citizens best effort to ensure customer satisfaction. 

Resource Management Works effectivel y a nd efficie ntly within fi nancial, human and physical r esources.  Work Management 
(Manages mult iple tasks and priorities for maximum pe rsonal and or ganizational success.)  Uses time 

and resources productively to complete investigations or projects that are  complete, within diary dates 

and meet th e requ ire sta ndard.  Financial Planning (Plans for  the  fina ncial well bei ng of the  

organization) Understand basic budgetary restraints placed on the team and the organization.  

Leadership Influencing, with inte grity, others towa rd a  de sired dire ction to  achieve th e org anizations 

mission goals, and  foste ring organizational valu es. Goal Achievement (Motivates a nd 

influences people toward the achievement of goals.)   Has a clear sense of work/career goals.  

Fostering Values (Demonstrates a nd promote s o rganizational values of th e depa rtment) 

Treats every one fairly a nd with re spect and di gnity to maintain a posi tive worki ng 

environment. Planned Change (Facilitates planned organizational change) Supports planned 

organizational change by providing input in a constructive fashion.  

Problem Solving & 
Decision Making 

Analyzing a nd dev eloping appropriate so lutions to  pr oblems eval uating a co urse of a ctions r eaching 

logical decisions.  Problem Solving: Identifies problems, conducts background research, and provides 

recommendations.  Decision-Making: Quickl y dra ws co nclusions bas ed on  ava ilable informati on and 

initiates action promptly.  
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POSITION SPECIFIC COMPETENCIES 

Competency Description 

Position Specific 
Knowledge 

Demonstrates a practical knowledge of the Criminal code statutes and laws relating to Robbery/Assault 

investigations.  Demonstrates practical knowledge of legal processes including various classes of search 

and arrest warrants. D emonstrates pr actical k nowledge of fore nsic crime sce ne reconstruction.  

Demonstrates a practical understanding of the techniques of forensic interviewing.  

Flexibility Demonstrates ability to mo dify behavioral s tyle, to adjust to chan ging s ocial val ues and to adapt to 

changing work responsibilities and methods.  Modifies  personal life  to a dapt to var iable working hours 

and extended tours of duty as well as scheduled and non scheduled callouts.  

Teamwork Contributes to  team activitie s, shares ide as/information and e xperience with team  members, an d 

demonstrates commitment to  team d ecisions and  g oals.  Participates eff ectively in gro up discussions 

and activities and enc ourages others to do the same.   Provid es direction, visi on, supp ort, an d 

encouragement to teams, groups, and/or individuals 

Interviewing Skills Demonstrates an ability to i nterview v ictims/witnesses/suspects related to crime.  Emplo ys appropriate 

technique or  st yle given spec ific demands of investigation or interview ( e.g.. Cog nitive/Step-

wise/Reid/Forensic). 

 

QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Experience:  Type and Length Experience:  Type and Length 

Prior investigative experience 3 years investigative experience in investigative role 

Education: Education: 

Training: Training: 

      

Major Crime Investigators Course 

Interviewing and Interrogating Course 

Major Crime Management Course 

Surveillance Course (STAR or Special O) 
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QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Qualifications (Licences, Certificates, etc.): Qualifications (Licences, Certificates, etc.): 

Other: Other: 
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VANCOUVER POLICE DEPARTMENT 

POSITION PROFILE 

    

Rank:  Constable Last Updated: 20 Sept 2004

Section/Unit: Statement Analyst 

Summary: Responsible for examini ng pure versio n statem ents to detect tru thfulness o r deception and fore nsic 

interviewing. 

 

FUNCTIONS 

Function Description 

Statement Analysis Examines written statements  to obtain inf ormation and detect truthf ulness or dec eption.  Provid es 

instruction and advice on obtaining pure version statements.  

Statement Analysis 
Training 

Develops an d del ivers tr aining programs t o VPD personnel and rec ognized o utside agencies with 

regards to statement analysis, obtaining written statements, and the use of view questionnaires.  

“VIEW” Questionnaire 
Composition 

Writes ‘view questionnaires’ for investi gators.  Prov ides instruction to i nvestigators on the presentation 

and analysis of questionnaires.  Conducts analysis of questionnaires.  

Forensic Interviewing 
Participation 

As a member of the F orensic Interview Team, acts as a resourc e to tea m members a nd/or personally 

conducts forensic interviews.  

Investigative 
Resources 
Management 

Cultivates i nvestigative reso urces inc luding other police a gencies, VPD Sections, other  organizations, 

and individuals with va luable ski lls.  C ultivates a nd m anages informants usi ng th e esta blished 

departmental procedures.  

Resource Person Acts as a res ource person t o po lice m embers, government ag encies and th e comm unity o n secti on 

related matters.  Responds to inquiries from the media and the community.  Communicates information 

on a one-to-one basis, in the classroom setting, and in public settings.  

 

CORE COMPETENCIES 
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Function Description 

Coaching Providing instr uction, gui dance, advic e a nd enc ouragement to h elp e mployees im prove the ir j ob 

performance.  Performance Planning & Review (Seeks i mproved i ndividual and  o rganizational 

performance and results): Manages own performance based on external feedback and self-assessment.   

Mentoring Helps others learn by setting a positive example. 

Communication Clearly comm unicates or ally and in writing.  Commu nicates cle arly, concisely a nd log ically. Oral 
Communication: Communicates clear ly, concisely and logically.  Written Communication: Writes in a 

complete, clear and concise manner. 

Community Focus Commitment to a community-based policing model that looks beyond immediate issues and searches for 

realistic longer term ans wers to complex community issues.  Public Participation (Incorporates public 

input and fe edback) Provi des a street polic e officer' s per spective i n co mmunity pl anning.  Identifi es 

problems in a rea. Community Policing: (Identif ying and so lving underlying c ommunity pr oblems) 

Responds to ci tizens with sensitivity in needs of different cultural and special needs groups.  Customer 
Focus: (Devel ops organizational acti ons, values & s ervices that foc us on  custom er needs.)  Give s 

complainants, victims and other citizens best effort to ensure customer satisfaction. 

Resource Management Works effectivel y a nd efficie ntly within fi nancial, human and physical r esources.  Work Management 
(Manages mult iple tasks and priorities for maximum pe rsonal and or ganizational success.)  Uses time 

and resources productively to complete investigations or projects that are  complete, within diary dates 

and meet th e requ ire sta ndard.  Financial Planning (Plans for  the  fina ncial well bei ng of the  

organization) Understand basic budgetary restraints placed on the team and the organization. 

Leadership Influencing, with integrity, others toward a d esired direction to achiev e the orga nizations mission go als, 

and fostering orga nizational valu es. Goal Achievement (Motivates a nd influ ences pe ople to ward th e 

achievement of goals.)   Has a clear sense of work/career goals.  Fostering Values (Demonstrates and 

promotes organizational values of the department) Treats everyone fairly and with respect and dignity to 

maintain a positive working environment. Planned Change (Facilitates planned organizational change) 

Supports planned organizational change by providing input in a constructive fashion. 

Problem Solving & 
Decision Making 

Analyzing a nd dev eloping appropriate so lutions to  pr oblems eval uating a co urse of a ctions r eaching 

logical decisions.  Problem Solving: Identifies problems, conducts background research, and provides 

recommendations.  Decision-Making: Quickl y dra ws co nclusions bas ed on  ava ilable informati on and 

initiates action promptly. 

 

 

POSITION SPECIFIC COMPETENCIES 



 

 225

Competency Description 

Position Specific 
Knowledge 

Demonstrates a practical un derstanding of f orensic int erviewing ski lls.  Demonstrates a profic iency i n 

examining pure version statements to detect truthfulness or deception. 

Interpersonal Skills  Maintains composure and effectively deals with others.  Is patient and shows interest in others.  Is eas y 

to be around and is approachable.  Makes people feel appreciated and in touch with the person.  Others 

turn to this individual for advice and support. 

Interviewing Skills Demonstrates an ability to i nterview v ictims/witnesses/suspects related to crime.  Emplo ys appropriate 

technique or  st yle given spec ific demands of investigation or interview ( e.g.. Cog nitive/Step-

wise/Reid/Forensic). 

 

QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Experience:  Type and Length Experience:  Type and Length 

Prior investigative experience 

Minimum 5 years police service 

5 years investigative experience 

10 years police service 

Education: Education: 

Training: Training: 

      

Reids Interviewing and Interrogation Course 

CPC Polygraph School 

SCAN Statement Analysis 

Hypnosis 

Assessment Centre Assessor’s Course      

Qualifications (Licences, Certificates, etc.): Qualifications (Licences, Certificates, etc.): 

      
Certification w ith Canadian Association of  Police Po lygraphist; 

and American Polygraph Association 

Other: Other: 
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VANCOUVER POLICE DEPARTMENT 

POSITION PROFILE 

    

Rank:  Constable Last Updated: 20 Sept 2004

Section/Unit: Forensic Identification Unit 

Summary: Responsible for applying appropriate forensic processes and procedures to e vidence with a  wo rking 

knowledge of all forensic processes and procedures; acts as a resource to other polic e members and 

agencies. 

 

FUNCTIONS 

Function Description 

Gathering of Forensic 
Evidence 

Applies appropriate forensic techniques to collect evidence from crime scenes while ensuring 

that the integrity of the scene and the collection process is maintained. 

 

Case/File Management Manages all  aspe cts of  assign ed cases, which inclu des th e mainte nance of files and 

documentation in a manner p rescribed by the S ection.  Prepa res and co-ordinates relevant 

documentation to ensure thoroughness in the investigation(s). 

   

Forensic Identification 
of Offenders 

Uses appropriate forensic processes and procedures to identify offende rs.  Provides forensic 

rationale, in verbal and written format, as to why evidence points to a specific offender(s). 

 

Court Preparation & 
Presentation 

Prepares all documentatio n, evidence and reports necessary to process offenders in court.  

Conducts foll ow-up a nd corrobo rative evidence a s required by the Sectio n a nd the Cro wn 

Counsel.  Prepares all do cumentation and reports relating to the prosecution of offenders in 

court. 
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FUNCTIONS 

Function Description 

Resource Person Acts as a res ource person t o po lice m embers, government ag encies and th e comm unity o n secti on 

related matters.  Responds to inquiries from the media and the community.  Communicates information 

on a one-to-one basis, in the classroom setting, and in public settings. 

 

 

 

 

 

 

CORE COMPETENCIES 

Function Description 

Coaching Providing instr uction, gui dance, advic e a nd enc ouragement to h elp e mployees im prove the ir j ob 

performance.  Performance Planning & Review (Seeks i mproved i ndividual and  o rganizational 

performance and results): Manages own performance based on external feedback and self-assessment.   

Mentoring Helps others learn by setting a positive example.  

Communication Clearly comm unicates or ally and in writing.  Commu nicates cle arly, concisely a nd log ically. Oral 
Communication: Communicates clear ly, concisely and logically.  Written Communication: Writes in a 

complete, clear and concise manner.  

Community Focus Commitment to a community-based policing model that looks beyond immediate issues and searches for 

realistic longer term ans wers to complex community issues.  Public Participation (Incorporates public 

input and fe edback) Provi des a street polic e officer' s per spective i n co mmunity pl anning.  Identifi es 

problems in a rea. Community Policing: (Identif ying and so lving underlying c ommunity pr oblems) 

Responds to ci tizens with sensitivity in needs of different cultural and special needs groups.  Customer 
Focus: (Devel ops organizational acti ons, values & s ervices that foc us on  custom er needs.)  Give s 

complainants, victims and other citizens best effort to ensure customer satisfaction.  

Resource Management Works effectivel y a nd efficie ntly within fi nancial, human and physical r esources.  Work Management 
(Manages mult iple tasks and priorities for maximum pe rsonal and or ganizational success.)  Uses time 

and resources productively to complete investigations or projects that are  complete, within diary dates 

and meet th e requ ire sta ndard.  Financial Planning (Plans for  the  fina ncial well bei ng of the  

organization) Understand basic budgetary restraints placed on the team and the organization. 
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CORE COMPETENCIES 

Function Description 

Leadership Influencing, with integrity, others toward a d esired direction to achiev e the orga nizations mission go als, 

and fostering orga nizational valu es. Goal Achievement (Motivates a nd influ ences pe ople to ward th e 

achievement of goals.)   Has a clear sense of work/career goals.  Fostering Values (Demonstrates and 

promotes organizational values of the department) Treats everyone fairly and with respect and dignity to 

maintain a positive working environment. Planned Change (Facilitates planned organizational change) 

Supports planned organizational change by providing input in a constructive fashion. 

 

Problem Solving & 
Decision Making 

Analyzing a nd dev eloping appropriate so lutions to  pr oblems eval uating a co urse of a ctions r eaching 

logical decisions.  Problem Solving: Identifies problems, conducts background research, and provides 

recommendations.  Decision-Making: Quickl y dra ws co nclusions bas ed on  ava ilable informati on and 

initiates action promptly. 

 

 

POSITION SPECIFIC COMPETENCIES 

Competency Description 

Position Specific 

Knowledge 

Demonstrates the a bility t o ap ply appropriate fo rensic process es and procedures to evi dence.  

Demonstrates working knowledge of all forensic processes and procedures.  Correctly interprets forensic 

evidence and renders expert opinions and conclusions. 

Flexibility Demonstrates ability to mo dify behavioral s tyle, to adjust to chan ging s ocial val ues and to adapt to 

changing work responsibilities and methods.  Modifies  personal life  to a dapt to var iable working hours 

and extended tours of duty as well as scheduled and non scheduled callouts. 

Teamwork Contributes to  team activitie s, shares ide as/information and e xperience with team  members, an d 

demonstrates commitment to  team d ecisions and  g oals.  Participates eff ectively in gro up discussions 

and activities and enc ourages others to do the same.   Provid es direction, visi on, supp ort, an d 

encouragement to teams, groups, and/or individuals.  

Enhanced Forensic 
Techniques 

Demonstrates detai led kn owledge of all for ensic pr ocesses and pr ocedures.  Demon strates abil ity t o 

apply appropriate forensic p rocesses a nd proced ures to evid ence.   Correctl y interprets forens ic 

evidence and renders expert opinions and conclusions.  
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QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Experience:  Type and Length Experience:  Type and Length 

First Class Constable 
Prior experience in SOCO 

8 years police service 

Education: Education: 

Training: Training: 

CPC Forensic Identification Course Investigators Level 1 & 2 

Qualifications (Licences, Certificates, etc.): Qualifications (Licences, Certificates, etc.): 

Other: Other: 
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VANCOUVER POLICE DEPARTMENT 

POSITION PROFILE 

    

Rank:  Constable Last Updated: 14 March 2006 

Section/Unit: Planning and Research Section 

Summary: Responsible for conducting r esearch on c urrent and f uture polic y.  T racks and documents res earch and polic y 

recommendations.  Conducts research on related subject matter as assigned by Section.  

 

FUNCTIONS 

Function Description 

Case/File Management Manages all aspects of assigned cases, which includes the maintenance of files and documentation in a 

manner prescr ibed b y the S ection.  Prep ares and c o-ordinates rel evant docume ntation to e nsure 

thoroughness in the investigation(s). 

Education Provides e ducation a nd tra ining to t he c ommunity on a o ne-to-one basis an d in a gr oup settin g.  

Prepares training bulletins and other written information relevant to the department and/or community. 

Policy Development/ 
Implementation 

Works with r elevant stake holders in th e dev elopment and impl ementation of section an d/or 

Departmental policy.  Develops protocol and policy that is consistent with current case law and needs of 

section and/or Department. 

Research Conducts analysis of information, obtained from multiple sources, in an attempt to asse ss and improve 

the delivery of VPD services. 

 

CORE COMPETENCIES 

Function Description 

Coaching Providing instr uction, gui dance, advic e a nd enc ouragement to h elp e mployees im prove the ir j ob 

performance.  Performance Planning & Review (Seeks i mproved i ndividual and  o rganizational 

performance and results): Manages own performance based on external feedback and self-assessment.   

Mentoring Helps others learn by setting a positive example.  
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CORE COMPETENCIES 

Function Description 

Communication Clearly comm unicates or ally and in writing.  Commu nicates cle arly, concisely a nd log ically. Oral 
Communication: Communicates clear ly, concisely and logically.  Written Communication: Writes in a 

complete, clear and concise manner. 

Community Focus Commitment to a community-based policing model that looks beyond immediate issues and searches for 

realistic longer term ans wers to complex community issues.  Public Participation (Incorporates public 

input and fe edback) Provi des a street polic e officer' s per spective i n co mmunity pl anning.  Identifi es 

problems in a rea. Community Policing: (Identif ying and so lving underlying c ommunity pr oblems) 

Responds to ci tizens with sensitivity in needs of different cultural and special needs groups.  Customer 
Focus: (Devel ops organizational acti ons, values & s ervices that foc us on  custom er needs.)  Give s 

complainants, victims and other citizens best effort to ensure customer satisfaction.  

Resource Management Works effectivel y a nd efficie ntly within fi nancial, human and physical r esources.  Work Management 
(Manages mult iple tasks and priorities for maximum pe rsonal and or ganizational success.)  Uses time 

and resources productively to complete investigations or projects that are  complete, within diary dates 

and meet th e requ ire sta ndard.  Financial Planning (Plans for  the  fina ncial well bei ng of the  

organization) Understand basic budgetary restraints placed on the team and the organization.  

Leadership Influencing, with integrity, others toward a d esired direction to achiev e the orga nizations mission go als, 

and fostering orga nizational valu es. Goal Achievement (Motivates a nd influ ences pe ople to ward th e 

achievement of goals.)   Has a clear sense of work/career goals.  Fostering Values (Demonstrates and 

promotes organizational values of the department) Treats everyone fairly and with respect and dignity to 

maintain a positive working environment. Planned Change (Facilitates planned organizational change) 

Supports planned organizational change by providing input in a constructive fashion.  

Problem Solving & 
Decision Making 

Analyzing a nd dev eloping appropriate so lutions to  pr oblems eval uating a co urse of a ctions r eaching 

logical decisions.  Problem Solving: Identifies problems, conducts background research, and provides 

recommendations.  Decision-Making: Quickl y dra ws co nclusions bas ed on  ava ilable informati on and 

initiates action promptly.  
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POSITION SPECIFIC COMPETENCIES 

Competency Description 

Position Specific 
Knowledge 

Demonstrates orga nizational a wareness an d a practical u nderstanding of the F ederal, Provincial and 

Municipal la ws affecting P olice de ployment and policy.  Demonstrates an a bility to c onduct ob jective 

research from  multip le so urces an d to m ake rec ommendations r egarding curre nt a nd future  po licy.  

Demonstrates ability to produce high quality reports reflecting research and recommendations.  

Analytical Ability Maintains a high degree of technical competence using departmental databases, mapping, spreadsheet 

and word pr ocessing soft ware.  Appli es kn owledge of de scriptive a nd i nferential stati stical metho ds.  

Applies police experience to the evaluation and interpretation of departmental data.  

Organizational 
Awareness 

Demonstrates the a bility to  u nderstand an d man age re lationships within the VPD and other  gr oups, 

agencies or organizations.  Recognizes who the key decision-makers are and predicts how new events 

or situati ons will affect al l sta keholders.  Op erates effectiv ely within th e VPD’s or oth er orga nization’s 

informal structure.  

Technical Report 
Writing 

Demonstrates the ability to incorporate information from multiple sources into concise written / schematic 

documents that detail investigative results.  

 

QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Experience:  Type and Length Experience:  Type and Length 

5 years experience as PC       

Education: Education: 

Training: Training: 

      Microsoft Office 

Qualifications (Licences, Certificates, etc.): Qualifications (Licences, Certificates, etc.): 
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QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Other: Other: 

Strong analytical and writing abilities 

Strong organizational awareness 
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VANCOUVER POLICE DEPARTMENT 

POSITION PROFILE 

    

Rank:  Police Constable Last Updated: 2003-06-24

Section/Unit: Telephone Response Team 

Summary: Responsible f or the i nvestigation of (prim arily) pr iority three c alls with minim al sus pect inform ation an d/or n o 

significant follow-up requirements.   P osition functions include Case/File Management, Call Assessment, Resource 

Management, and Public Education among others.  

FUNCTIONS 

Function Description 

 

Case/File Management 
- PC 

 

Manages all aspects of assigned cases, which includes the maintenance of files and documentation in a 

manner prescr ibed b y the S ection.  Prep ares and c o-ordinates rel evant docume ntation to e nsure 

thoroughness in the investigation(s). 

Telephone Response Responds to incoming 911 calls that are priority 3 and/or contain minimal suspect information.  

Call Assessment - TRT Analyzes i ncoming 911 ca lls to det ermine nature of  ca ll, and whether P olice atten dance is r equired, 

given likelihood of forens ic evidence recovery.  F orwards calls to a ppropriate units for follo w-up where 

necessary. 

Court Preparation & 
Presentation 

Prepares all documentation, evidence and reports necessary to pr ocess offenders in court.  Co nducts 

follow-up and corroborative evidence as required by the Section and the Crown Counsel.  Prep ares all 

documentation and reports relating to the prosecution of offenders in court. 

Resource Management Cultivates i nvestigative reso urces inc luding other police a gencies, VPD Sections, other  organizations, 

and individuals with va luable ski lls.  C ultivates a nd m anages informants usi ng th e esta blished 

departmental procedures. 

Public Education Provides e ducation to public duri ng routine contacts and in a form al s etting.  T he s ubject of public 

education ma y inclu de traffic  probl ems, cri me preve ntion, safet y iss ues, nuisa nces, d isaster pl anning 

and substance abuse.  
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CORE COMPETENCIES 

Competency Description 

Coaching Providing instr uction, gui dance, advic e a nd enc ouragement to h elp e mployees im prove the ir j ob 

performance.  Performance Planning & Review (Seeks i mproved i ndividual and  o rganizational 

performance and results): Manages own performance based on external feedback and self-assessment.   

Mentoring Helps others learn by setting a positive example. 

Communication Clearly comm unicates or ally and in writing.  Commu nicates cle arly, concisely a nd log ically. Oral 
Communication: Communicates clear ly, concisely and logically.  Written Communication: Writes in a 

complete, clear and concise manner. 

Community Focus Commitment to a community-based policing model that looks beyond immediate issues and searches for 

realistic longer term ans wers to complex community issues.  Public Participation (Incorporates public 

input and fe edback) Provi des a street polic e officer' s per spective i n co mmunity pl anning.  Identifi es 

problems in a rea. Community Policing: (Identif ying and so lving underlying c ommunity pr oblems) 

Responds to ci tizens with sensitivity in needs of different cultural and special needs groups.  Customer 
Focus: (Devel ops organizational acti ons, values & s ervices that foc us on  custom er needs.)  Give s 

complainants, victims and other citizens best effort to ensure customer satisfaction.  

Resource Management Works effectivel y a nd efficie ntly within fi nancial, human and physical r esources.  Work Management 
(Manages mult iple tasks and priorities for maximum pe rsonal and or ganizational success.)  Uses time 

and resources productively to complete investigations or projects that are  complete, within diary dates 

and meet th e requ ire sta ndard.  Financial Planning (Plans for  the  fina ncial well bei ng of the  

organization) Understand basic budgetary restraints placed on the team and the organization.  

Leadership Influencing, with integrity, others toward a d esired direction to achiev e the orga nizations mission go als, 

and fostering orga nizational valu es. Goal Achievement (Motivates a nd influ ences pe ople to ward th e 

achievement of goals.)   Has a clear sense of work/career goals.  Fostering Values (Demonstrates and 

promotes organizational values of the department) Treats everyone fairly and with respect and dignity to 

maintain a positive working environment. Planned Change (Facilitates planned organizational change) 

Supports planned organizational change by providing input in a constructive fashion.  

Problem Solving & 
Decision Making 

Analyzing a nd dev eloping appropriate so lutions to  pr oblems eval uating a co urse of a ctions r eaching 

logical decisions.  Problem Solving: Identifies problems, conducts background research, and provides 

recommendations.  Decision-Making: Quickl y dra ws co nclusions bas ed on  ava ilable informati on and 

initiates action promptly.  
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POSITION SPECIFIC COMPETENCIES 

Competency Description 

Position Specific 
Knowledge 

Demonstrates an un derstanding of the T RT role in addressing pr iority 3 c alls to meet cit izen-reporting 

needs an d ma ximize p atrol a vailability.  D emonstrates a n und erstanding of when to use CIT U and/or 

Patrol for follow-up purposes.  

Interpersonal Skills Maintains composure and effectively deals with others.  Is patient and shows interest in others.  Is eas y 

to be around and is approachable.  Makes people feel appreciated and in touch with the person.  Others 

turn to this individual for advice and support.  

 

QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Experience:  Type and Length Experience:  Type and Length 

Generally, an accommodated position       

Education: Education: 

Some Post Secondary Some Post Secondary 

Training: Training: 

TRT Training (once assigned)       

Qualifications (Licences, Certificates, etc.): Qualifications (Licences, Certificates, etc.): 

Use of Force       

Other: Other: 
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VANCOUVER POLICE DEPARTMENT 

POSITION PROFILE 

    

Rank:  Police Constable Last Updated: 2003-06-24

Section/Unit: Block Watch Coordinator 

Summary: Assumes the  r ole of a res ource pers on in the commu nity to assist n eighbourhoods in bei ng proactive in cr ime 

prevention.  P osition functio ns incl ude rec ruiting Bl ock Watch app licants mainta ining curre nt bloc ks, produc ing 

newsletters, managing information, and supervising a part-time civilian assistant.  

FUNCTIONS 

Function Description 

Education Provides e ducation a nd tra ining to t he c ommunity on a o ne-to-one basis an d in a gr oup settin g.  

Prepares training bulletins and other written information relevant to the department and/or community.  

Community Resource 
Management 

Takes part and assists in the co-ordination of community events.  Involves self in site preparation, event 

co-ordination, staffing, scheduling, training and other position-associated duties.  

Problem Oriented 
Policing 

Participates in the community based policing model by act ing as community team l eader in identifying 

problems that damage the quality of life, then works through the community as a whole to find and apply 

solutions to those problems.  Utilizes the formal problem solving process. 
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CORE COMPETENCIES 

Competency Description 

Coaching Providing instr uction, gui dance, advic e a nd enc ouragement to h elp e mployees im prove the ir j ob 

performance.  Performance Planning & Review (Seeks i mproved i ndividual and  o rganizational 

performance and results): Manages own performance based on external feedback and self-assessment.   

Mentoring Helps others learn by setting a positive example. 

Communication Clearly comm unicates or ally and in writing.  Commu nicates cle arly, concisely a nd log ically. Oral 
Communication: Communicates clear ly, concisely and logically.  Written Communication: Writes in a 

complete, clear and concise manner. 

Community Focus Commitment to a community-based policing model that looks beyond immediate issues and searches for 

realistic longer term ans wers to complex community issues.  Public Participation (Incorporates public 

input and fe edback) Provi des a street polic e officer' s per spective i n co mmunity pl anning.  Identifi es 

problems in a rea. Community Policing: (Identif ying and so lving underlying c ommunity pr oblems) 

Responds to ci tizens with sensitivity in needs of different cultural and special needs groups.  Customer 
Focus: (Devel ops organizational acti ons, values & s ervices that foc us on  custom er needs.)  Give s 

complainants, victims and other citizens’ best effort to ensure customer satisfaction.  

Resource Management Works effectivel y a nd efficie ntly within fi nancial, human and physical r esources.  Work Management 
(Manages mult iple tasks and priorities for maximum pe rsonal and or ganizational success.)  Uses time 

and resources productively to complete investigations or projects that are  complete, within diary dates 

and meet th e requ ire sta ndard.  Financial Planning (Plans for  the  fina ncial well bei ng of the  

organization) Understand basic budgetary restraints placed on the team and the organization. 

Leadership Influencing, with integrity, others toward a d esired direction to achiev e the orga nizations mission go als, 

and fostering orga nizational valu es. Goal Achievement (Motivates a nd influ ences pe ople to ward th e 

achievement of goals.)   Has a clear sense of work/career goals.  Fostering Values (Demonstrates and 

promotes organizational values of the department) Treats everyone fairly and with respect and dignity to 

maintain a positive working environment. Planned Change (Facilitates planned organizational change) 

Supports planned organizational change by providing input in a constructive fashion. 

Problem Solving & 
Decision Making 

Analyzing a nd dev eloping appropriate so lutions to  pr oblems eval uating a co urse of a ctions r eaching 

logical decisions.  Problem Solving: Identifies problems, conducts background research, and provides 

recommendations.  Decision-Making: Quickl y dra ws co nclusions bas ed on  ava ilable informati on and 

initiates action promptly.  
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POSITION SPECIFIC COMPETENCIES 

Competency Description 

Position Specific 
Knowledge 

Demonstrates intimate kn owledge of the bl ock watch pro gram to: stand ardize the pro gram cit y-wide, 

integrate service into all Community Policing Centres’, and to ma intain a cadre of mot ivated volunteers 

and ar ea co-c oordinators.   Demo nstrates kno wledge of CPTED, target harde ning, lo cks and a larm 

systems and other crime prevention techniques.  

Enhanced Computer 
Skills 

Demonstrates abov e aver age abil ity to us e assort ed soft ware pr ograms and a pplications to perfor m 

functions/responsibilities within the Section.  

Public Speaking  Communicates comfortabl y and c learly i n pub lic s ettings usi ng a v ariety of me diums to d eliver 

speeches/presentations.  Prepares talks/presentations in an organized and logical manner. 

 

QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Experience:  Type and Length Experience:  Type and Length 

3 Years Police 5 – 8 Years Police 

Education: Education: 

Some Post Secondary Some Post Secondary 

Training: Training: 

      

Microsoft Office (including PowerPoint) 

Corel 

EPP 

Microsoft Access 

CPTED 

Qualifications (Licences, Certificates, etc.): Qualifications (Licences, Certificates, etc.): 

Use of Force       



 

 240

QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Other: Other: 
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VANCOUVER POLICE DEPARTMENT 

POSITION PROFILE 

    

Rank:  Police Constable Last Updated: 2003-06-24

Section/Unit: Community Services-Business Liaison Officer 

Summary: Assumes the role of crime pr evention office r for the bus iness communit y.  Job functions includ e busi ness crim e 

analysis, report writing, education, public speaking and the development of crime prevention programs.  

FUNCTIONS 

Function Description 

Business Crime 
Analysis 

Gathers information on business related crimes such as shoplifting, hold-ups, frauds and security issues.  

Ensures crime analysis information is prepared and provided to the community on these activities. 

Education Provides e ducation a nd tra ining to t he c ommunity on a o ne-to-one basis an d in a gr oup settin g.  

Prepares training bulletins and other written information relevant to the department and/or community.  

Report Preparation Prepares numerous reports on a wide range of topics relating to crime trends, secur ity problems, crime 

prevention techniques and investigation status reports.  

Resource Person Acts as a res ource person t o po lice m embers, government ag encies and th e comm unity o n secti on 

related matters.  Responds to inquiries from the media and the community.  Communicates information 

on a one-to-one basis, in the classroom setting, and in public settings.  

Public Relations Acts as a pub lic rel ations officer in th e bu siness comm unity by m aintaining a hi gh vi sibility uniform 

presence at fund raising and social events. 

 

CORE COMPETENCIES 

Competency Description 

Coaching Providing instr uction, gui dance, advic e a nd enc ouragement to h elp e mployees im prove the ir j ob 

performance.  Performance Planning & Review (Seeks i mproved i ndividual and  o rganizational 

performance and results): Manages own performance based on external feedback and self-assessment.   
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CORE COMPETENCIES 

Competency Description 

Mentoring Helps others learn by setting a positive example. 

Communication Clearly comm unicates or ally and in writing.  Commu nicates cle arly, concisely a nd log ically. Oral 
Communication: Communicates clear ly, concisely and logically.  Written Communication: Writes in a 

complete, clear and concise manner.  

Community Focus Commitment to a community-based policing model that looks beyond immediate issues and searches for 

realistic longer term ans wers to complex community issues.  Public Participation (Incorporates public 

input and fe edback) Provi des a street polic e officer' s per spective i n co mmunity pl anning.  Identifi es 

problems in a rea. Community Policing: (Identif ying and so lving underlying c ommunity pr oblems) 

Responds to ci tizens with sensitivity in needs of different cultural and special needs groups.  Customer 
Focus: (Devel ops organizational acti ons, values & s ervices that foc us on  custom er needs.)  Give s 

complainants, victims and other citizens best effort to ensure customer satisfaction.  

Resource Management Works effectivel y a nd efficie ntly within fi nancial, human and physical r esources.  Work Management 
(Manages mult iple tasks and priorities for maximum pe rsonal and or ganizational success.)  Uses time 

and resources productively to complete investigations or projects that are  complete, within diary dates 

and meet th e requ ire sta ndard.  Financial Planning (Plans for  the  fina ncial well bei ng of the  

organization) Understand basic budgetary restraints placed on the team and the organization.  

Leadership Influencing, with integrity, others toward a d esired direction to achiev e the orga nizations mission go als, 

and fostering orga nizational valu es. Goal Achievement (Motivates a nd influ ences pe ople to ward th e 

achievement of goals.)   Has a clear sense of work/career goals.  Fostering Values (Demonstrates and 

promotes organizational values of the department) Treats everyone fairly and with respect and dignity to 

maintain a positive working environment. Planned Change (Facilitates planned organizational change) 

Supports planned organizational change by providing input in a constructive fashion. 

Problem Solving & 
Decision Making 

Analyzing a nd dev eloping appropriate so lutions to  pr oblems eval uating a co urse of a ctions r eaching 

logical decisions.  Problem Solving: Identifies problems, conducts background research, and provides 

recommendations.  Decision-Making: Quickl y dra ws co nclusions bas ed on  ava ilable informati on and 

initiates action promptly. 
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POSITION SPECIFIC COMPETENCIES 

Competency Description 

Position Specific 
Knowledge 

Displays a working knowledge of CPTED techniques in relation to businesses.   Effectively manages the 

Shoplifting Release Program, trains retail investigators in CCC and RCC requirements.  Demonstrates a 

practical knowledge of various alarm and video security systems. 

Security Assessment 

 

Demonstrates a thorough knowledge of tar get hardening and crime and loss prevention concepts and 

techniques.  Demonstrates fa miliarization with al arm and video secur ity systems.  Pro vides C PTED 

information to clients. 

Effective Presentation 
Skills 

Communicates comfortab ly and c learly in a public or classroom setting.  Employs a  variety of tra ining 

aids to develop, enhance and/or deliver subject matter.  Prepares lesson plans in prescribed format. 

 

QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Experience:  Type and Length Experience:  Type and Length 

3 Years Police  
5 – 8 Years Police 

Previous Neighbourhood or Community Policing experience 

Education: Education: 

Some Post Secondary Some Post Secondary 

Training: Training: 

      

NIST 

EPP or Equivalent 

CPTED Course 

Security and Video Surveillance systems training 

Computer Courses (Word / Excel / Access) 

COV – Facilitating Group Decision Making 

Qualifications (Licences, Certificates, etc.): Qualifications (Licences, Certificates, etc.): 
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QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Use of Force       

Other: Other: 
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VANCOUVER POLICE DEPARTMENT 

POSITION PROFILE 

    

Rank:  Police Constable Last Updated: 2003-06-24

Section/Unit: Traffic Support Unit 

Summary: Acts as a traf fic resourc e p erson to  de partmental members, government agencies and other po lice agencies 

through research and analysis, training and community police services.  

 

FUNCTIONS 

Function Description 

Traffic Research Conducts research and analysis relative to traffic issues in the community.  Communicates findings and 

information b y way of formal  reports, publi c present ations and classro om trainin g.  Rese arches a nd 

reports on all traffic matters in the Department.  

Program Development Develops new and existing programs to refl ect legislative and departmental amendments; includes the 

preparation of lesso n plans and other trai ning materials.  Particip ates in the violation and police bylaw 

enforcement program.  

Traffic Training Provides traini ng to memb ers in a num ber of ar eas inc luding Blo od Kit  usage, Ap proved Scree ning 

Devices and drug evaluation programs.  Delivers training in the classroom setting and by way of training 

bulletins and public presentations.  

Traffic Advisory Provides opinions on a wide variety of traffic matters to VPD investigators and other government bodies. 

Report Preparation Prepares numerous reports on a wide range of topics relating to crime trends, secur ity problems, crime 

prevention techniques and investigation status reports. 

 

CORE COMPETENCIES 

Competency Description 

 Providing instr uction, gui dance, advic e a nd enc ouragement to h elp e mployees im prove the ir j ob 

performance.  Performance Planning & Review (Seeks i mproved i ndividual and  o rganizational 
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CORE COMPETENCIES 

Competency Description 

Coaching performance and results): Manages own performance based on external feedback and self-assessment.   

Mentoring Helps others learn by setting a positive example.  

Communication Clearly comm unicates or ally and in writing.  Commu nicates cle arly, concisely a nd log ically. Oral 
Communication: Communicates clear ly, concisely and logically.  Written Communication: Writes in a 

complete, clear and concise manner.  

Community Focus Commitment to a community-based policing model that looks beyond immediate issues and searches for 

realistic longer term ans wers to complex community issues.  Public Participation (Incorporates public 

input and fe edback) Provi des a street polic e officer' s per spective i n co mmunity pl anning.  Identifi es 

problems in a rea. Community Policing: (Identif ying and so lving underlying c ommunity pr oblems) 

Responds to ci tizens with sensitivity in needs of different cultural and special needs groups.  Customer 
Focus: (Devel ops organizational acti ons, values & s ervices that foc us on  custom er needs.)  Give s 

complainants, victims and other citizens best effort to ensure customer satisfaction.  

Resource Management Works effectivel y a nd efficie ntly within fi nancial, human and physical r esources.  Work Management 
(Manages mult iple tasks and priorities for maximum pe rsonal and or ganizational success.)  Uses time 

and resources productively to complete investigations or projects that are  complete, within diary dates 

and meet th e requ ire sta ndard.  Financial Planning (Plans for  the  fina ncial well bei ng of the  

organization) Understand basic budgetary restraints placed on the team and the organization.  

Leadership Influencing, with integrity, others toward a d esired direction to achiev e the orga nizations mission go als, 

and fostering orga nizational valu es. Goal Achievement (Motivates a nd influ ences pe ople to ward th e 

achievement of goals.)   Has a clear sense of work/career goals.  Fostering Values (Demonstrates and 

promotes organizational values of the department) Treats everyone fairly and with respect and dignity to 

maintain a positive working environment. Planned Change (Facilitates planned organizational change) 

Supports planned organizational change by providing input in a constructive fashion.  

Problem Solving & 
Decision Making 

Analyzing a nd dev eloping appropriate so lutions to  pr oblems eval uating a co urse of a ctions r eaching 

logical decisions.  Problem Solving: Identifies problems, conducts background research, and provides 

recommendations.  Decision-Making: Quickl y dra ws co nclusions bas ed on  ava ilable informati on and 

initiates action promptly.  

 

 

 



 

 247

POSITION SPECIFIC COMPETENCIES 

Competency Description 

 

Position Specific 
Knowledge 

Demonstrates an intimate  kno wledge of legis lation and mun icipal b ylaws pe rtaining to traffic 

enforcement.  Demo nstrates practical and theoretical understanding of motorcycle ri ding, VIP escorts,  

crowd management, and public education/enforcement. 

Effective Presentation 
Skills 

Communicates comfortab ly and c learly in a public or classroom setting.  Employs a  variety of tra ining 

aids to develop, enhance and/or deliver subject matter.  Prepares lesson plans in prescribed format.  

Analytical Ability Maintains a high degree of technical competence using departmental databases, mapping, spreadsheet 

and word pr ocessing soft ware.  Appli es kn owledge of de scriptive a nd i nferential stati stical metho ds.  

Applies police experience to the evaluation and interpretation of departmental data. 

 

QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Experience:  Type and Length Experience:  Type and Length 

Previous Traffic Section(s) experience 

First Class Constable  

 

10 – 15 years Police experience 

Previous e xperience i n vario us traffic positions 

(Enforcement/Collision Invest/Comm vehicle) 

Education: Education: 

Training: Training:  

      

ASD/BTA (DataMaster)/Radar Instructor 

DRE Instructor 

EPP or Equivalent 

Microsoft Office  

Qualifications (Licences, Certificates, etc.): Qualifications (Licences, Certificates, etc.): 

ASD/BTA (DataMaster)/Radar Instructor  

DRE Instructor 
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QUALIFICATIONS/REQUIREMENTS 

Required Preferred 

Other: Other: 
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Appendix I – Staffing of Forensic Identification Sections 
in the VPD and Three Other Canadian Police Services 

 

Forensic Identification Section Civilianization Details: 

 

Duties Toronto PS Calgary PS Edmonton PS Vancouver PD 

Field investigation 

- evidence 

collection  

Sworn members. 

One civilian crime 

scene 

planning/drawing 

technician – 

measures and 

diagrams scenes 

Sworn members Sworn members Sworn members 

AFIS (Auto mated 

Fingerprint 

Identification 

System) searches 

and comparisons 

Civilian members 

 

 

Civilian members Sworn members Civilian members 

Photography and  

photo 

development 

Photos taken by 

sworn members; 

developed by 

civilians 

Photos taken by 

sworn members; 

developed by 

civilians 

Photos taken by 

sworn members; 

developed by 

civilians 

Evidentiary photos 

taken by sworn 

members. Other 

photos taken by 

civilians (e.g. 

security tags, 

ceremonies). All 

photos developed 

by civilians  
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Duties Toronto PS Calgary PS Edmonton PS Vancouver PD 

Videography 

(videotaping, 

preparation & 

analysis) 

Sworn members Sworn members Sworn members Sworn members & 

civilian video 

analyst 

Fingerprinting 

(criminal and 

security 

clearance) 

Sworn members Civilian members Sworn members 

take criminal 

prints; special 

constables take 

security clearance 

prints 

Provincial Jail staff 

takes in-custody 

prints. Civilians 

take out of 

custody prints 

(e.g. Appearance 

Notices). Civilians 

take security 

clearance prints. 

External expertise 

(anthropologists, 

biologists, 

chemists etc.) 

Contracted as 

required 

Contracted as 

required  

Contracted as 

required (usually 

from the local 

university) 

Contracted as 

required 

DNA collection Sworn members Sworn members Sworn members  Sworn members 
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Duties Toronto PS Calgary PS Edmonton PS Vancouver PD 

Lab work 

(firearms, 

handwriting, 

biological, DNA 

etc.) 

Document, 

fingerprint and 

firearms analysis 

done in house 

photo lab work 

and document 

analysis done by 

civilians; 

fingerprint and 

firearms lab work 

done by sworn 

members, except 

for document 

fingerprints done 

by civilians; all 

other sent to 

Provincial lab 

RCMP lab RCMP lab Firearms & tool 

marks done in-

house by civilians. 

The rest sent to 

RCMP lab 
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Appendix J – The Role of Specially-Trained Civilians in 
Crime Scene Investigation and Forensic Units in 
Selected Police Departments 

A preliminary review of materials from the websites for selected North America 

police departments and from a job career website in the U.K. illustrates the role 

of specially-trained civilians in crime scene investigation and in forensic units.  

 

City of Miami Police Department Crime Scene Investigations 

The City of Miami Police Depar tment utilizes the various discip lines of forensic  

sciences in order to assist in investi gations and to aid in the prosecution of 

criminal cases. The Crime Scene Investigation Unit is  an integral part of the 

Criminal Investigation Section and t here are two units. The Crime Scene 

Investigation Unit, the real “Miami CSI”, is comprised of civilian technicians and is 

involved in crime investigation activiti es throughout the City of Miami 24 hours a 

day 7 day s a week. Whenever  a crime occu rs in t he city, police officers or  

investigators arrive at the crime s cene, secure the scene, make an assess ment 

and, for further support, they may reques t the services of the Crime Scene 

Investigation Unit. The Unit’s technician staff are an extremely experienced cadre 

with an av erage of 12 years of expertise and are qualified to handle any and all 

types of crime, either conducting an anal ysis on their own part  or as part of a 

team. The technicians  are skilled in photography, evidence collection, fingerprint 

processing, sketching and in giving evidence in criminal court proceedings. Much 

of the work of these professionals is absolutely critical in determining the guilty or 

innocence of the suspects who are the subject of investigations. 

Source: Miami Police Department website: http://www.miami-police.org. 

 

Crime Scene Unit, Philadelphia Police Department 
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The Crime Scene Unit  (hereafter referred to  as the C.S. U.) is a highly-dedic ated 

scientific organization comprised of both sworn and civilian personnel. Each day,  

members of this unit attempt to apply known scient ific techniques and newly  

discovered forensic developments to aid investigators in the understanding of the 

crime scene. Exper ience, dedication and constant trai ning are the hallmar ks of 

efficacy, productivity and the successful resolution of crime scene investigations.  

The Commanding Officer of the C.S.U. is a Lieutenant, who is responsible for the 

overall operation of the unit including staffing, budgetary and fiscal constraints, 

acquisition and alloc ation of forensic re sources, overseeing c omplex forensic 

investigations and mainta ining a high lev el of inte grity regarding profess ional 

standards. The unit is  staffed on a 24/7 schedule, i.e., 24 hours per day, and 7 

days per week. 

Source: http://www.ppdonline.org. 

 

Grand Prairie (Texas) Police Department 

The Grand Prairie Police Depar tment has a staff of civi lian inv estigators and 

police officers who are specially tr ained, equipped and assigned to collec t 

physical ev idence at the scene of a crime. This includes  the recovery of latent 

fingerprints and prints; recovery of foot , tool, and tire impressions; photographing 

crime and collision scenes; pr eparing crime and c ollision sc ene sketc hes; 

collecting, preserving, and transmitting phy sical eviden ce, including biological 

materials; and comparing latent fingerprints and palm prints. 

Source: http://www.grandprairiepolice.org 

 

San Antonio (TX) Police Department 

The Evidence Unit of the San Antonio Po lice Department is in the Major Crimes  

Section of the Investigations Div ision. The Evidence Unit is under  the direction of 

a Lieutenant and is s taffed by four ser geants and 52 evidence investigators, of 
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which 21 are Evidence Detec tives (sworn positions) and 31 are Evidence 

Technicians (civilian positions). Personnel assigned to the Unit as sist the Police 

Department's follow-up units by conducting investigations at crime scenes and by 

special processing of evidence in the Evidence Unit's lab. The Evidence Unit is a 

24-hour-a-day operation, which conducts  thorough searches of crime scenes, 

documents the scenes, and collects and preserves any physical evidence.  

Aside from crime scene in vestigations, Evidenc e Unit members organize 

presentations for schools and groups  throughout  San Ant onio. Members 

frequently use the Internet to develop their skills and introduce new techniques to 

the Unit. Evidence Unit personnel have dev eloped training programs for the Unit,  

the Department and other agencies. 

Personnel assigned to the Ev idence Unit are constantly  working to keep up wit h 

rapid advancements in scientific  methods of evidenc e detection and processing 

of evidence. This requires continuous tr aining for personnel of the Evidence Unit  

to remain current. New Ev idence Dete ctives are required to successfully  

complete a comprehensive eighty-hour formal training progr am. Evidence 

technicians (non-sworn) must complete a 320-hour training program. Forensic 

light source, laser technology, and the Coleman vacuum chamber are s ome of 

the most recent and exciting breakthroughs in forensic science currently used by 

the Unit. 

Civilianization of the Evidence Unit began September 20,  1997, with the hiring of 

seven "Evidence Tec hnicians". The Unit has created 24 civilian positions sinc e 

September 1997. Newly-hired civilian personnel receive 320 hours of training,  

certified by the Tex as Commission on Law Enforcement Officer Standards and 

Education (TCLEOSE). Upon completion of the course, the Evidence 

Technicians experience one month of riding  with an  Evidence Unit Detective or 

an Evidence Technic ian. The non-sworn members have brought to the Unit a 

tremendous amount of knowledge and experience, along with a fresh approach 

to crime scene investigation. The cooperation between Detectives and Evidence 
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Technicians has produced an excellent working environment along with a higher 

quality work product. (emphasis added) 

Source: http://www.sanantonio.gov/sapd/ 

 

Dallas (TX) Police Department Crime Scene Response Unit 

The Crime Scene Res ponse Unit  is respons ible for collecting a nd processing of 

evidence at crime scenes and for searching for fingerprint matches using the 

automated fingerprint identif ication system (AFIS). T he squad conducts crim e 

scene searches by identifying, collecti ng and preserving evidence to support  

criminal cases and for presentation in  c ourt. The unit is authorized 36 sworn 

personnel (three lieutenants, six sergeants, and 27 senior corporals) and 29 non-

sworn personnel (one forens ic v ideo specialist, 22 crime technic ians, five office 

assistants, and one photographic technici an). Of these st aff 21 sworn and 18 

civilians are assigned to process crime scenes. 

Source: http://www.dallaspolice.net 

 

The United Kingdom 

There is also extensive inv olvement of civilian personnel in crime scene 

investigation in the U. K. A common positio n is that of Scenes of Crime Offic ers 

(SOCOs) who work alongside patrol members and sworn investigative officers. 

Scenes of crime officers (SOCOs), so metimes called crime scene investig ators 

(CSIs) or crime scene examiners , work wi th police in the inve stigation of serious 

crime. They are usually civi lians but in some polic e forces may be polic e officers 

in uniform or plain clothes. They  are am ong the first to arrive at a crime sc ene 

and their job is to retrieve, examine and investigate physical evidence that  may 

help to trace and c onvict criminals. They determine from the crime scene 

whether assistance from specialists, such as a forens ic scientist, is needed. The 

scenes worked on can vary widely, from 'v olume crime' such as burglary and 

vehicle crime, and 'major crime' such as rape or murder. 
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The main elements of t he work are photography, fi ngerprinting, forensic  

examination and t he collection of evidenc e such as  blood sam ples, hair, fibres  

and paint samples. The evidenc e is coll ated and recorded by the SOCO and is 

used by an investigating officer to dete rmine the facts of the crime. They may  

have to give evidence in court and are often required to attend post mortems. 

Source:http://www.learndirect-advice.co.uk/helpwithyourcareer/jobprofiles/profile1060/. 

 

These materials suggest that a mixed sworn and civilian team of forensic  

specialists and crime scene investigators may be appropr iate for the VPD. To 

this end, the Project Team recommends that a more detail ed examination be 

conducted of the Forensic Identification Section, such an examination to be 

guided by  best practices in police de partments in North America and Great 

Britain. 

A preliminary legal opinion offered by the VPD in-house  lawy er was that there 

was nothing that forensic ev idence gatherers/specialists/analysts would hav e to 

do that would require them to use powers specifically reserved for peace officers. 

A recently retired VPD members who s pent many years in the Identification 

section stated that, other than being a crime scene without a police officer (safety 

issue), there would not be any reason wh y specially- trained civilians cou ld not 

work in the section. His suggestion wa s that one of the major issues surrounding 

case investigation is the amount of time that sworn members in  the Identification 

Section spend in the office examining and processing evidence. Specially-trained 

civilians might be very effective in assisting in these tasks. 
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Appendix K – IACP Model Policy on Civilianization 

I.A.C.P. MODEL POLICY 

I. PURPOSE: 

The purpose of this policy is to establish this agency’s commitment to and procedures for 

hiring and using civilian personnel. 

II. POLICY 

The efficiency and effectiveness of la w enforcement agencies is enhanced when sworn 

and non-sworn personnel are appropriately used to perform those functions that are best 

suited to their special knowledge, skills and abilities. Therefore, this agency shall employ 

civilians for selected functions that do not require the authority of a commissioned officer, 

thereby freei ng sworn pe rsonnel for e nforcement functio ns an d capitalizi ng upon the 

talents of all employees. 

III. PROCE DURES 

A. Civilian Position Classifications 

This agency has app roved a number of functions as suitabl e for civilian placement. In 

conjunction with the development of the annual budget, command staff will assess which 

additional positions, if any , should be authorized for civilian employment. Current civilian 

designated functions include but are not necessarily limited to the following: 

• Planning and research 

• Media relations 

• Comm unications 

• Re cords 

• Animal control 

• Prope rty/evidence 

• Victim advocacy 

• Police auxiliary/reserve 

• Parki ng enforcement 

• School crossing control 

• Accid ent investigation 

• Legal affairs 

• Fleet maintenance 

• Detentio n 

• Fore nsics 

B. Authori zed Duties 
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Duties and resp onsibilities of civilian empl oyees shall be defin ed in job de scriptions 

maintained in this agency’s personnel office. In addi tion, the following shall be observed 

with respect to civilian employees: 

1. Civilian employees shall not be requested to perform duties and responsibilities for 

which a commission as a sworn law enforcement officer is required. 

a. However, in urgent circumstances when a female officer is not available, a 

female civilian employee may temporarily act as an observer during the care or 

detention of a female, or act as a witness during the photographing of a female 

crime victim. 

2. Civilian personnel shall not use their employment status with this law enforcement 

agency as authority for or responsibility to enforce the law. Civilian employees have 

no authority to take enforcement actions beyond those authorized for any citizen 

under the laws of this state. 

3. When on light-duty status, sworn personnel may be assigned temporarily to 

designated civilian positions only if a. additional qualified personnel are needed to 

assist in the job assignment, and b. the officer has or can be readily provided with the 

requisite knowledge and skills to adequately perform duties of the position. 

C. Applica nt Screening 

1. Procedures for screening applicants for civilian positions shall conform to agency 

policy for sworn officers unless otherwise specified by the personnel job description. 

2. All civilian employees assigned or having access to criminal history records, 

fingerprint files, investigative records, tactical information, emergency 

communications or other assignments or materials of a sensitive nature shall 

undergo a background investigation to include a criminal history check prior to 

employment. 

D. Identification  

1. All civilian employees shall be issued an agency identification card containing an up-

to date photograph. 

2. Photographic identification cards shall be color- coded to reflect the employee’s 

security clearance as specified by the personnel office. 

3. Civilian employees shall wear their personal identification card at all times while in 

the law enforcement agency and/or when dealing with the public as a police 

employee. 
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E. Traini ng 

1. Civilian personnel of this agency shall be provided with the following: 

a.  pre-service training, as required, that will prepare them for their job assignments 

and integrate them as productive members of this agency; and 

b. in-service training that will maintain basic skills and develop new knowledge, 

skills and abilities for career development. 

2. All newly appointed civilian personnel will receive an orientation program introducing 

them to this agency, to include the following: 

a. agency role, purpose, goals, policies and procedures, 

b. working conditions, rules and regulations, and rights and responsibilities of 

employees 

3. Certain civilian positions within this agency require training on specific job 

responsibilities prior to assuming the position. Field training and formalized 

classroom instruction in these areas shall be successfully completed before duties 

are assumed. 

4. Courses designed specifically for civilian employees will be provided on a periodic 

basis by and through the training authority of this agency. Announcements of course 

availabilities shall be provided to all affected employees in a timely manner. 

Participation depends upon supervisory approval. 

F. Perform ance Appraisal 

Civilian empl oyees a re su bject to peri odic pe rformance a ppraisal in conforma nce with 

schedules and procedures established by this agency’s personnel authority. 

 

G. Voluntee rs 

Civilian volun teers serving without p ay are a val uable a sset to this la w enfo rcement 

agency a nd may be  u sed in  a va riety of fun ctions that  will  p romote the  agency’s 

efficiency, effectiveness, mission and goals. Civilian volunteers are subject to the same 

provisions and restrictions governing other civilian employees as defined in this policy. 
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Appendix L – City of Vancouver Policies on Accommodation 

 

Accommodation for Employees with Disabilities 

 

Overview 

 

What is the Accommodation Process? 

 

The Accommodation Process is a planned team approach to facilitate the 

return to work for employees on a medical leave who have been diagnosed 

with a permanent disability due to an illness or injury. The City endeavours to 

provide meaningful and productive employment opportunities for employees 

returning to work based on their specific abilities and skills. 

 

An accommodation may include adjustments or modifications to the 

employee’s position. Any changes to the workplace must allow the 

employee to perform the essential duties associated with the position while 

permitting the department to maintain safety and productivity standards. 

Examples include the reorganization of tasks or changes to hours of work. 

 

When an accommodation in the employee’s position is not possible, the 

accommodation process may involve providing the employee with alternate 

work in a temporary assignment or ongoing work in a different position. 
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What are the benefits of this process? 

 

The Accommodation process provides disabled employees with continued 

and meaningful employment within their identified abilities. 

 

What are the legal implications? 

 

Human rights legislation addresses the duty to accommodate. All parties 

involved including the employer, the union and the employee have an 

obligation to accommodate a disabled employee. The accommodation must 

not cause undue hardship to any party. Undue hardship is assessed on a case 

by case basis and may include such factors as a significant financial cost, 

major disruption of the collective agreement, withdrawal of workplace 

flexibility or compromising the safety of the employee and others in the 

workplace. 
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Policy 

 

The City of Vancouver: 

• is committed to assisting disabled employees in their desire to 

return to an active lifestyle, which includes meaningful and 

productive employment opportunities, when reasonably 

practicable, within their identified abilities, to the point of undue 

hardship and through the provision of benefit entitlements as 

applicable. 

• will endeavour to accommodate employees through the provision 

of meaningful, productive employment opportunities when 

reasonably practicable to the point of undue hardship and through 

the provision of benefit entitlements as applicable. 

 

Employment opportunities offered to employees will be commensurate 

with the individual's abilities and skills in consideration of the 

requirement to maintain a safe and productive work environment. 

 

The need for accommodation will be considered on an individual basis. 

There will be variations depending on the circumstances in each case. 

The goal in all situations is to have a productive employee without 

negatively impacting operations, safety, or staff morale in the work site. 

 

The City is not required to create a job which suits an employee's 
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abilities. The duty to accommodate does not extend to performance 

problems which are unrelated to discrimination. 

 

The Accommodation Team Responsibilities 

 

At the City of Vancouver, the Accommodation process is managed by the 

Accommodation Team, which is comprised of: 

 

 Return to Work Co-ordinator 
 Manager (refers to Managers or Supervisors) 
 Human Resources Consultant 
 Union Representative 
 Occupational Health Physician 
 Employee being accommodated 

 

The team is responsible for the ongoing review and monitoring of the 

accommodation process and procedures, and ensures strict confidentiality 

in all cases. The employee is the client supported by all other team 

members. 
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Employee Responsibilities 

 

In the accommodation process, the employee has a key role and 

responsibility to: 

 

 Participate in the development of an appropriate accommodation plan. 
 Participate fully and cooperate with the City’s accommodation 

process. 

 Provide the accommodation team with all information that may be 
relevant and impact the accommodation. 

 Provide reasonable information or written confirmation as requested. 
This reasonable information does include providing confidential 

objective medical information to the City Occupational Health 

Physician to review with the employee’s physician. Any confidential 

medical information will remain with the City’s physician. 

Information provided to the City includes capabilities or limitations of 

the individual relating to the work situation. 

 

Return to Work Coordinator 

 

 Is responsible for ongoing case management of accommodation cases 
involving physical or mental disabilities. 

 Works with managers, employees and union representatives when 
employees require accommodation and assists them in becoming 

familiar with the accommodation process. 

 Manage the adjudication of WCB claims from the time the claim is 
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initiated until the appropriate accommodation is achieved. 

 Review case recommendations and cost implications with managers. 
 Develop/facilitate the work reintegration process. 
 Ensure communication is maintained with the unions with respect to 

relevant decisions in the accommodation process. 

 Ensure that no release from employment is initiated prior to 
concluding all possible accommodation attempts. 

 Refer cases (illness-related) to the Occupational Health Physician for 
medical confirmation on permanent partial disabilities. 

 

Manager 

 Is responsible for facilitating and implementing accommodation to the 
point of undue hardship. 

 Is responsible for the employees reporting to them. Wherever possible 
the supervisor will endeavour arrange an accommodation in the 

employee’s own job or within the work unit. 

 In consultation with the Accommodation Team, clarify the 
individual’s situation and the requirement for a possible 

accommodation. 

 Ensures that essential job duties are reviewed and determines duties 
that can be modified with support from the Accommodation Team. 

 Work together with the team to design and implement an appropriate 
plan. 

 Be an active participant in the process and encourage the employee to 
participate by ongoing communication with the employee during the 

employee’s leave of absence and involvement in the planning and 

preparation for a return to work. 
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Human Resources Consultant 

 

 Assist the manager to become familiar with the accommodation 
process. 

 Works with the Return to Work Co-ordinator, the manager, the 
employee and the union representative when an employee requires an 

accommodation. 

 Provide guidance to managers and others as applicable on the 
implications of the collective agreement(s) and Human Rights Act in 

the accommodation process. 

 Work with the Accommodation Team to identify potential vacancies 
or modification for consideration. 

 Work with departments and Accommodation Team to ensure the 
employee is qualified to perform a task. 

 Review case recommendations and cost implications with the 
manager. 

 Ensure communication is maintained with the unions with respect to 
relevant decisions in the accommodation process. 

 

Union Representative 

 

 Encourage the employee’s participation throughout the 
accommodation process and provides support to the employee. 

 Work with the accommodation team to identify potential vacancies or 
modification for consideration. 

 Ensure the collective agreement will not present a barrier to 
reasonable accommodation. 
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Occupational Health Physician 

 

 Ensure that there is appropriate objective medical history to support a 
permanent partial disability by contacting the employee’s treating 

physician to clarify and/or provide recommendations regarding 

medical information. 

 

 Identify employee’s capabilities/limitations then recommend the most 
appropriate course of action in light of the employee’s medical 

condition. 

 

Procedure 

 

The following outlines the steps that will be followed when 

accommodating employees: 

1. Identification of need for accommodation 

 Request for accommodation may be made by: 
o An employee 
o A supervisor 
o The union 
o Human Resource Services 
 

 The employee has the right to verify the need for accommodation 
and may request rationale or objective medical evidence in writing 

from a doctor. 
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2. Evaluation of employee capabilities and limitations 

 

 Once the need for accommodation is identified and verified, the 
Accommodation Team is formed. 

 An evaluation is made by the Accommodation Team to determine 
the employee’s capabilities and limitations as they relate to the 

workplace. This evaluation may involve obtaining information 

from a third party. 

 

3. Determination of accommodation within existing position 

 

 It is the City’s objective to accommodate an employee within 
their existing position wherever possible. 

 

 Some methods to accommodate an employee include: 
– Modify, transfer, or eliminate job tasks 

– Modify work process or method 

– Adjust hours of work or rest periods 

– Provide assistive devices 

– Provide training 
 

 Review previous accommodation methods of similar cases for 
successful strategies. 
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4. Explore accommodation in alternate positions 

 

 If the City is unable to arrange an accommodation within the 
employee’s existing position, exploration of alternate positions will 

be considered. See the Circle of Accommodation which describes the 

order in which a search for opportunities takes place. 

 The same methods to accommodate an employee described for their 
current position will also apply for alternate positions. 

 Some factors to consider when pursuing accommodation in an 
alternate position include: 

–  Employee’s classification and salary level –When a 

permanent accommodation is c onfirmed, the employ ee is 

appointed at the classification and rate of pay for the position 

they are filling. 

–  Capabilities and limitations of the employee 

–  Transferable skills 

–  Operational needs 

–  Collective agreements 

      – Benefit alternatives (e.g., superannuation) 
 

 As vacancies occur throughout the City, hiring staff need to 
ensure that priority consideration is given to employees requiring 

accommodation. 
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5. Exhaustion of accommodation measures 

 

 The goal of the Accommodation Team is to explore all 
accommodation measures available and facilitate an 

accommodation to the point of undue hardship. As a result, there 

is no guarantee of the “perfect” solution. 

 

 Employees need to be flexible in looking at options and to make 
every effort to ensure that an accommodation can be successful. 

If the employee refuses an accommodation, further 

accommodation may not be considered without examination of 

the reasons for refusal. 

 

 If the employee refuses a reasonable proposal, the 
Accommodation Team’s duty to accommodate is completed. 

Refusal of a reasonable accommodation by the employee releases 

the City from further duty to accommodate. 
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Expanding Circle of Accommodation 

When searching for alternate opportunities for existing employees, the 

Accommodation Team will attempt to modify the employee’s own 

position first. The search will generally expand as follows, i.e., within the 

department and bargaining unit then out until an appropriate opportunity 

is identified. 

 

 

 

In all cases, reasonable effort will be made to accommodate an employee 

within their originating work and bargaining units. Determining 
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accommodation for unionized employees will be based on specific 

considerations in the order that follows: 

 

1. The duties of the employee’s current position and the work area will 

be reviewed to determine if modification will sufficiently 

accommodate the employee’s needs. 

 

2. a)  Alternative suitable vacant position(s) within the employee’s 

bargaining unit and department, in accordance with 

seniority/staffing provisions outlined in the applicable collective 

agreement. 

 

b)  Alternative suitable vacant position(s) within the employee’s 

bargaining unit and department outside the seniority/staffing 

provisions outlined in the applicable collective agreement. 

 

3. a)  Alternative suitable vacant position(s) within the employee’s 

bargaining unit yet outside the department, in accordance with 

seniority/staffing provisions outlined in the applicable collective 

agreement. 

b)  Alternative suitable vacant position(s) within the employee’s 

bargaining unit yet outside the department outside the 

seniority/staffing provisions outlined in the applicable collective 

agreement. 
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4. a)  Alternative suitable vacant position(s) outside the employee’s 

bargaining unit in accordance with seniority/staffing provisions of 

the applicable collective agreement when in existence (e.g., 

Management or Exempt). 

 

b)  Alternative suitable vacant position(s) outside the employee’s 

bargaining unit, outside the seniority/staffing provisions of the 

applicable collectiv e agr eement when in existenc e (e.g. Management or 

Exempt). 

 

Frequently Asked Questions 

1.  What reasons do employees become eligible to participate in the 

accommodation process? 

 

When emp loyees h ave been d eemed wit h a permanent partial disab ility 

and can not fulfil the full duties of their regular position. 

 

2.       Who determines whether an employee has a permanent partial disability? 
 

The City’s Occupational Health physi cian makes the determination based 

on a review of objective medical evidenc e provided by a duly qualified 

physician or specialist. 

 

3.  Does this process apply to work-related injuries or illnesses? 

Yes, the process includes work and no work- related injuries and illnesses. 
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4.  How do we know it is safe for an injured or ill employee to return to work 

without risk of adversely affecting his/her condition? 

Employees must provide objective medical documentation from a duly 

qualified physician that indic ates they can safely return to the workplace.  

This information can be provided throug h a Disability Certificate, an 

Occupational F itness Assessment form,  or from the City’s Occ upational 

Health phy sician, an insurance c ompany or the Worker’s Compensation 

Board. 

 

5.  Who decides how the position will be modified? 

Modification of a position would be reviewed by the supervisor, in 

conjunction with the employee,  the Return to Work Coordinat or and 

possibly a Human Resource Consultant and Union Representative. 

 

6.  What happens if an employee’s health condition changes? 

Employees with permanent partial disabilities may experience some 

improvement or deterioration in their health. In these situations, the 

accommodation plan can be rev iewed and  a further modification to the 

work may be considered. 

 

7. Is there a limit to the extent of the duty to accommodate? 

The employer has a duty to accommodate to the point of undue hardship. 

Undue hardship is assessed on a case by case basis and c onsiders 

factors like significant  financial cos t, major disruption of the c ollective 

agreement, flexibility and s ize of the work place, problems of morale to 
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other employees and the safety of the employee and others in the 

workplace. 

 

8.  Is bumping another employee out  of their position part of the 

accommodation process? 

 

No. The search for an alternative pos ition would requir e that the position 

be vacant and fully funded. 

 

9.  Would employees be required to work in another bargaining unit? 

Crossing bargaining units only occurs  after an exhaustive search has 

taken place and it is dete rmined that an alt ernate position is not available 

within the employee’s current bargaining unit. 

 

10.  What would happen if an employee refuses to accept modified duties or 

another position? Could this lead to termination of their employment? 

Yes, however termination would be t he last resort. The issue will be 

resolved by the accommodation team (E mployee, Supervisor, Return To 

Work Coordinator, Human Resource Cons ultant and Union 

Representative). Each case will be assessed by the parties involved. 

 

11.  How does this process benefit employees? 

It gives employees an opportunity to continue meaningful and productive 

employment within their identified abilities. And the result of this enhances 

an employee’s health and self-esteem from what is often a difficult road of 

recovery from their disability. 
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12.  What if I’m not partially disabled but the employee can’t do my job now? 

Depending on the circumstances, the employ ee may be offered 

transitional duties (i.e. temporary changes to duties). 
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Appendix M – Accommodation Positions in Selected 
Canadian Police Departments 

Police 
Agency 

Accommodation 
Policy 

Policy 
Available 

Long Term 
Accommodation 

Practice 

Short Term 
Accommodation 

Practice 

Edmonton Position 

Management 

Plan – covers 

budgeted 

temporary 

positions in 17 

categories.  

 

Budget in 2005 is 

$4 million, based 

on previous 

year’s 

experience. 

Pending 

finalization 

and 

approval 

Human Resources 

retains and 

manages list of 

areas requiring 

additional 

resources. Efforts 

made to return 

persons to work 

and reintegrate 

them as quickly as 

possible. 

 

No specific 

positions allocated 

for long term 

accommodation. 

Have current 

placements in 

traffic services, 

communications, 

and operational 

support services. 

Human Resources 

retains and 

manages list of 

areas requiring 

additional 

resources. . 

 

 

Human Resources 

Division identifies 

requirements based 

on organizational 

priorities. Much 

work is project 

based. Where 

possible, officers 

are placed in their 

own division. 

Regina No formal 

accommodation 

or light duty 

 Currently have 14 

long term 

accommodations. 

Staff are generally 

retained in their own 

division – work is at 
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policy at present 

 

Have 4 budgeted 

positions 

earmarked as 

accommodation 

positions – traffic 

coordinator (also 

does 

reconstruction), 

alcohol and red 

light 

administration, 

domestic 

violence unit, 

AFIS Unit.  

 

Four fill budgeted 

accommodation 

positions. Others 

are 

accommodated 

where need for 

additional 

resources is 

highest. 

the discretion of the 

member i/c. 

     

Winnipeg No formal policy. 

No positions 

budgeted or set 

aside for 

accommodation 

purposes. 

 Currently have 13 

long term 

accommodations 

working in 

positions that have 

been separated 

from other 

positions and 

bundled to 

accommodate 

their specific 

needs. 

 

Have moved 

Disabled or 

pregnant workers 

are transferred 

temporarily to 

human resources, 

from where they are 

deployed through 

the organization, 

based on 

Department wide 

priorities to do work 

that needs to be 

done, but otherwise 

cannot be 



 

 279

employees to 

another union 

when no work 

available within 

their union – very 

rare. 

accomplished. 

 

This is seen as a 

more strategic use 

of Department 

resources. 

Toronto No formal policy. 

 

Have a 75 

member, fully 

funded 

Alternative 

Response Unit. 

 

No additional 

positions 

budgeted. 

 Placement in 

Alternative 

Response Unit. 

Handled within their 

own unit – often 

work in platoon, 

administration 

section or on station 

duty. 

 

Difficult placements 

(e.g. persons 

awaiting trial or 

conclusion of 

complaints) include 

human resources 

(analysis, special 

projects etc.) 

     

Waterloo 
Regional 

No formal policy. 

 

Have a return to 

work coordinator. 

 

No budgeted 

positions. 

 Have several 

positions held 

informally for long 

term 

accommodation 

(e.g. 

administrative 

support). 

Placement is 

managed by return 

to work coordinator 

in cooperation with 

section/unit 

managers to 

augment existing 

resources.  
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If possible, 

accommodations, 

long and short 

term, are used to 

fill vacant 

positions. 

 

 

Placements are 

tailored to specific 

needs of worker, 

and wherever 

possible take into 

account worker 

skills and interests. 

Niagara 
Regional  

Temporary 

Accommodation 

Police currently 

under review. 

 

Temporary 

Transitional Work 

Program (8-12 

weeks).  

 

8 budgeted 

sworn positions 

held as 

accommodation 

positions. 

Pending 

completion 

of review 

Positions currently 

held for 

accommodation 

are Alternate 

Response Unit (no 

need for 

immediate 

response), Court 

Security Officers 

(e.g. crown 

attorney liaison), 

court case 

evidence 

reproduction.  

 

As positions 

become available 

they are assessed 

for suitability as 

accommodation 

positions.  

Focus is on 

early/safe return to 

work. Where 

possible officers are 

left with their 

platoon. 

 

If there is no work 

available in their 

platoon, HR scans 

for other short term 

project positions.  

 

Criteria is that tasks 

must be necessary, 

but otherwise can’t 

be completed by 

existing staff. 

Ontario 
Provincial 

Illness and Injury 

Management 

Yes Permanent 

accommodations 

Work generally 

project based.  
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Police Program – 

includes return to 

work, attendance 

management and 

employment 

accommodation 

program. 

 

Research 

underway to 

determine if a 

position can be 

permanently 

reclassified from 

one bargaining 

unit to another. 

 are placed in 

differential 

response units 

(i.e. follow-up 

work, calls not 

requiring response 

etc.). 

 

Some placements 

in longer term 

project work – 

dependent on 

suitability for 

projects, skills and 

organizational 

priorities.  

 

Location of 

placement is an 

issue for the OPP. 

Persons are 

required to work 

with managers to 

identify restrictions 

and get them back 

to full work as 

quickly as possible. 

Doctors are 

involved in 

assessments and 

progress reports as 

required. 
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Appendix N – Developmental Positions in Selected 
Canadian Police Departments 

Police 
Agency 

Development 
and 

Succession 
Plan 

Policy 
Available 

Developmental 
Positions 

Development 
Practices 

Edmonton Currently 

working on a 

competency 

bases for 

supervisors and 

managers. 

 

Informal 

succession 

planning at 

executive level.  

Pending 

completion

Informal policy is 

that members must 

have patrol 

supervisory 

experience to be 

considered for 

promotion to staff 

sergeant level. 

 

Regina No formal plans  None identified Job postings include 

skills, knowledge, 

and abilities along 

with job 

responsibilities. 

 

Calgary No formal 

succession 

plan. Have 

purchased 

succession 

management 

Nil None identified Have found that 

they have 

insufficient 

candidates who 

meet qualifications 

or competencies for 
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software and 

are currently 

fine tuning 

requirements 

promotion to 

supervisory and 

mid-level 

management 

positions – will move 

them into long term 

acting positions for 

developmental 

purposes. 

Acknowledge that 

this would be more 

beneficial if 

supplemented by 

coaching, 

mentoring, and 

professional 

development. 

Winnipeg Succession 

plans for senior 

officers only – 

currently under 

development in 

cooperation 

with Queens 

University 

Pending 

completion

None identified Senior officer 

succession plans 

will address 

executive 

development, 

stretch goals, and 

broadening of 

experience.  

 

Goal is to begin 

developing 

something similar 

for Sgt. and S/Sgt 

ranks. 
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Toronto No formal plans Nil None identified Some career 

development 

opportunities to 

move up one 

grade/level when 

persons in those 

positions are on 

extended leaves. 

 

Each position in the 

organization has 

qualifiers available 

on line. 

Ottawa Currently 

working on a 

succession 

plan, starting 

with senior 

officers 

Pending 

completion

None identified Secondment 

agreements with 

other police 

agencies, 

government 

agencies and 

NGOs. Exploring 

reciprocal work 

agreements with 

RCMP for 

management level 

placements. 

Currently have 

senior officer 

exchanges with 

RCMP. 

Waterloo 
Regional 

No formal plans  None identified. Service encourages 

movement to 
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broaden perspective 

of officers at all 

levels. 

 

The chief’s 

executive officer 

position has evolved 

as a grooming 

position for the 

deputy chief 

position. 

 

Service encourages 

mentoring and 

formal education. 

Niagara 
Regional  

No formal 

plans. 

 

Currently 

developing a 

succession plan 

– starting with 

senior officers 

 None identified Job postings include 

skills, knowledge 

and abilities along 

with job 

responsibilities. 

Human resources 

advisors and 

supervisors work 

with members to 

identify personal 

development needs 

for promotion and/or 

lateral movement.  

Ontario 
Provincial 
Police 

No formal plans 

– working on 

linking 

 None identified Members are 

encouraged to 

target what they 
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performance 

evaluation, 

learning and 

development 

plans, and 

personal 

business plans 

for all 

members. 

want to do in their 

career and set 

goals, then develop 

a career plan and 

begin to build a 

resume based on 

job descriptions and 

requirements. 

 

Each job posting 

lists basic skills, 

knowledge and 

abilities required 

along with job 

responsibilities. 

 

Advisors are 

available to assist in 

preparing learning 

and development 

plans. Learning and 

development is self 

directed, based on 

your interests, but is 

done in cooperation 

with your supervisor. 

Members advised to 

submit career plans 

with resumes when 

applying for 

positions. 
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General recognition 

that ably preparing 

successors for your 

position increases 

supervisor or 

manager’s 

opportunity for 

movement.  

 

Succession planning 

- have just 

implemented a 

leadership 

development 

program for 

commissioned 

members and senior 

civilian managers 

designed to link 

organizational 

requirements, 

personal 

performance, needs 

and interests, and 

develop persons for 

identified positions. 

No identified 

developmental 

positions at this 

time. 
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Appendix O – Shared Services in Selected Canadian 
Police Departments 

Police 
Agency 

Shared Services 

Edmonton Shared use agreeme nts for telecommunications and  information 

technology. 

City contracts out medical examinations for recruits. 

Vehicles are centrally purchased through Mobile Equipment Services. 

Use SAP and Peoplesoft on a pay-for-use agreement. 

Regina 50% City of Regina lab our relation s resour ce person for grievances, 

arbitration 

50% City of Regina leg al – report s to Chief a nd executive officer  –  

deals mostly with professional standards and liability 

Winnipeg No shared services 

Shared use agreement s for Peoplesoft, Telecomm, and  IT – not for 

specialized services or functions 

Toronto No shared services 

Niagara 
Regional  

Payroll 

Organizational Health and Safety – currently under review 

Employee information systems – tombstone data only 

Facilities 

Ontario 
Provincial 
Police 

Provincial Centre for Forensic Services – includes coroner services 
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Appendix P – Personnel Interviewed Regarding Shared 
Services 

Larry Berglund 

Manager, Materials Management (Purchasing) 

City of Vancouver 

 

 

Catherine Clement 

Director of Communications 

City of Vancouver 

 

Terry Corrigan 

Director of Financial Services (Accounting and Payroll) 

City of Vancouver 

 

Mani Deo 

Equipment Management (Fleet) 

City of Vancouver 

 
Roger Fast 

Director, IT 

City of Vancouver 

 

Paul Hancock 

Director, Information and Administration Services 

City of Vancouver 

 

Volker Helmuth 

Manager, Information Management Section 

VPD 
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Clyde Hosein 

Director, Facility Design & Management 

City of Vancouver 

 

Esther Lee 

Manager, Accounting Services 

City of Vancouver 

 

Insp. Warren Lemcke 

Inspector i/c Facilities Section 

VPD 

 

Insp. Jess Ram 

Inspector i/c Communications 

VPD 

 

Insp. Ted Schinbein 

Inspector i/c Human Resources Section 

VPD 

 

Paul Teichroeb 

Chief License Inspector/Co-Director of Licenses & Inspections 

City of Vancouver 

 

Warrick Wright 

Director, Financial Services Section 

VPD 

 

Kathy Wunder 

Director, Information Technology Section 
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Mike Zora 

General Manager, Human Resources 

City of Vancouver 
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Appendix Q – Interview Record Summary 
(See attached spread sheet) 

 



INTERVIEW LOG - OFFICE OF THE CHIEF CONSTABLE

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. 
Powers of arrest, use of force, 
statutory requirement, 
carrying of a firearm)

Are the skills, training, 
experience or credibility of a 
sworn police officer required 
to fulfill the duties  of the 
position?

Can the 
requirements of the 
position be fulfilled 
by a specially trained 
civilian? Comments

OFFICE OF THE CHIEF CONSTABLE REPORTING POSITIONS
Chief's Office  

  Chief Constable (Jamie Graham) 12-Jan-06 10:30 2120 Sgt. Palmer
  Deputy Chief Constable -       
Operations Division (Bob Rich) 12-Jan-06 10:30 2120 Sgt. Palmer Yes N/A N/A

  -Without their authority, have no power to make Operational Decisions.  Same for all the 
Deputies, need law enforcement powers as well as skills and experience.

  Deputy Chief Constable -            
Investigation Division (Doug LePard) 12-Jan-06 10:30 2120 Sgt. Palmer Yes N/A N/A Same as above
  Deputy Chief Constable -          
Operations Support Division              
(Max Chalmers) 12-Jan-06 10:30 2120 Sgt. Palmer Yes N/A N/A Same as above
  Deputy Chief Constable -                
Support Services Division  (Jim Chu) 12-Jan-06 10:30 2120 Sgt. Palmer Yes N/A N/A Same as above

  Inspector (Tony Zanatta) 12-Jan-06 10:30 2120 Sgt. Palmer Yes¹ Yes² N/A
¹Have to be a Police Officer.  Delegated Operational issues and deals with other officers. ² 
Need skills and experience.    Other Chiefs have sworn members also. 

 Yes N/A N/A

  Inspector (Rollie Woods) 12-Jan-06 10:30 2120 Sgt. Palmer Yes¹ N/A N/A ¹ Have to be with investigative background and intimate knowledge of Police Act.
 Yes N/A N/A

  Inspector (Greg Parsons) 12-Jan-06 10:30 2120 Sgt. Palmer No No Yes¹
¹ This could be a civilian auditor. Probably better served by civilian auditor.    I led an audit 
team of civilians who were just as competent.

   Paul Patterson 12-Jan-06 10:30 2120 Sgt. Palmer No No Yes¹

  - Can't suppose that by hiring a civilian you don't get the skills outlines in Question 2. He 
brings skills you wouldn't find in a Police Officer.  Good manager, lots of experience in 
media, CBC Halifax Bureau and here.

 No No Yes

Executive Assistant (Kim Carter) 12-Jan-06 10:30 2120 Sgt. Palmer No No Yes

  - Don't have to be an officer.  My general attitude is that if it doesn't require Police Officer 
power then we have to look civilianizing it. P&R could also possibly have a look at civilian 
manager.

 No No Yes

PUBLIC AFFAIRS & MARKETING

  Director -Public Affairs & Marketing           (Paul 
Patterson) 14-Nov-05 11:00 PA&M Sgt. Weeks V. Chin No No Yes

  - Amount of training and experience required would be great for a police officer to 
perform position duties. Able to be strategic pro-active. Crisis management is significant 
part of job.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 1  - 52  



INTERVIEW LOG - OFFICE OF THE CHIEF CONSTABLE

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. 
Powers of arrest, use of force, 
statutory requirement, 
carrying of a firearm)

Are the skills, training, 
experience or credibility of a 
sworn police officer required 
to fulfill the duties  of the 
position?

Can the 
requirements of the 
position be fulfilled 
by a specially trained 
civilian? Comments

  Communications Coordinator 14-Nov-05 11:00 PA&M Sgt. Weeks V. Chin No No Yes
  - Duties include press releases, media advisories, press conferences summaries, media 
relations, writing for "Beyond The Call", writing &  communication skills very important.

 No No Yes

  Event Coordinator 14-Nov-05 11:00 PA&M Sgt. Weeks V. Chin No No Yes New position.
 No No Yes

  Constable Media 14-Nov-05 11:00 PA&M Sgt. Weeks V. Chin No¹ Yes² N/A

¹ - Except some duties that may involve police authority (Media centre or on location 
commander centre)   ² - Yes -Very Important.   -  Privacy to operational information so trust 
is very important and experience of a police officer is necessary.

 No Yes N/A

EXECUTIVE SERVICES SECTION

  Inspector (Tony Zanatta) 23-Nov-05 9:00 2120 Sgt. Palmer V. Chin
  Executive Assistant 23-Nov-05 9:00 2120 Sgt. Palmer V. Chin No No Yes¹ ¹- And it is.  - Couldn't survive without her there. - High workload.

 No Yes N/A

Diversity Relations

  Sergeant 23-Nov-05 9:00 2120 Sgt. Palmer V. Chin Yes¹ Yes No

¹ - Carrying of a firearm - Yes represents department in uniform capacity.  - Front person for 
VPD  - Need uniform/sworn presence as face of VPD  - Could not be a civilian employee  - 
Could not civilianize.

 Yes N/A N/A

  Constable 23-Nov-05 9:00 2120 Sgt. Palmer V. Chin Yes¹ Yes² No

¹ - This position is starting to do BIAS/Hate Crime stuff.  Cases not followed up by province
- unit investigative component.  ² - Investigative component minor, Divy up community 
meetings with Sgt.

 No Yes N/A

INTERNAL INVESTIGATIONS SECTION

  Inspector (Rollie Woods) 1-Dec-05 10:00 2120 Sgt. Palmer    

  Sergeant 1-Dec-05 10:00 2120 Sgt. Palmer Yes¹ N/A N/A

¹ - Yes - Powers of arrest, surveillance and every aspect of a police investigator.   - Could a 
Cst. Do this job? - A Cst. Could properly conduct the investigations in the jail only, but has 
problems.  - Sgt's have to do these investigations as the Sgt's have to give orders.  - Need to 
have Sgt's for authority in these cases.

 Yes N/A N/A

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 2  - 52  



INTERVIEW LOG - OFFICE OF THE CHIEF CONSTABLE

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. 
Powers of arrest, use of force, 
statutory requirement, 
carrying of a firearm)

Are the skills, training, 
experience or credibility of a 
sworn police officer required 
to fulfill the duties  of the 
position?

Can the 
requirements of the 
position be fulfilled 
by a specially trained 
civilian? Comments

A/Inspector (Bob Cooper position)         Not 
part of the authorize strength. 1-Dec-05 10:00 2120 Sgt. Palmer No Yes N/A ¹

¹ - I don't think so  - Review investigations and gives advice to Sgt. How to proceed with 
investigations.  - 2 i/c Rollie needed.  - Reviewing files, supervise, mail. - Away 1/3 of time 
as Insp. So need someone to take over.  - Perivale & Taylor recommended S/Sgt spot here. - 
Union didn't want a S/Sgt. -  Now as an A/Insp. spot. - Could be a S/Sgt. If this rank comes 
back into dept. - Need rank to direct other Sgt's. - Now investigate all complains; not just 
Form 1 (New best Practice). Delivers Better Service.  - Use PRIME now - Better 
Accountability.  - Now sending people to team training & Academy. - Pamphlets sent out to 
people so they know how to complain.  -  Looking & moving off-sight to make people more 
comfortable when complaining & doing interviews. - Will need another investigator(1) if we
take over jail.  Could be 30 complaints a year. Could be an additional burden.  - 100 new 
police also; new complaints. - Could even move Louis Odendaal (HR- Specialist on Labour 
Relations) under internal wing to deal with internal discipline issues.   

QUALITY ASSURANCE SECTION
  Inspector (Greg Parsons)  Note: Has no one reporting to him. See Chief Constable Jamie Graham's com

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 3  - 52  



INTERVIEW LOG - OFFICE OF THE CHIEF CONSTABLE

OFFICE OF THE CHIEF CONSTABLE REPORTING POSITIONS
Chief's Office  

  Chief Constable (Jamie Graham)
  Deputy Chief Constable -       
Operations Division (Bob Rich)
  Deputy Chief Constable -            
Investigation Division (Doug LePard)
  Deputy Chief Constable -          
Operations Support Division              
(Max Chalmers)
  Deputy Chief Constable -                
Support Services Division  (Jim Chu)

  Inspector (Tony Zanatta)
 

  Inspector (Rollie Woods)
 

  Inspector (Greg Parsons)

   Paul Patterson
 

Executive Assistant (Kim Carter) 
 

PUBLIC AFFAIRS & MARKETING

  Director -Public Affairs & Marketing           (Paul 
Patterson)

Are there positions in the Vancouver Police 
Department that you believe are suitable as an 
accommodated position?

Are there positions in the Vancouver Police 
Department that you believe are suitable as a 
developmental position?

Are there positions within your section that you 
believe are suitable as an accommodated position?

Are there positions within your section that you believe are suitable as a developmental 
position?

We have to put them somewhere.  They can help 
in certain areas depending on the individuals.  
TRT - Physical limitations we have to 
accommodate.

Executive Officer positions.  All Insp. positions 
go gain experience to move to higher ranks. 
Quality Assurance and audit position. Inspector 
of P & R, have impact on the whole 
organization.  DCCs are developmental 
positions.  I have to ensure the DCCs gain 
experience in many different roles.  They 
become competitive to become Chiefs in other 
Departments also, as well as our own.  
Department low in our ratio of civilians.  People 
don't appreciate the value of civilians.  Even 
things like working front counter can be 
stressful. 

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 4  - 52  



INTERVIEW LOG - OFFICE OF THE CHIEF CONSTABLE

  Communications Coordinator
 

  Event Coordinator
 

  Constable Media
 

EXECUTIVE SERVICES SECTION

  Inspector (Tony Zanatta)
  Executive Assistant

 

Diversity Relations

  Sergeant
 

  Constable
 

INTERNAL INVESTIGATIONS SECTION

  Inspector (Rollie Woods)

  Sergeant
 

Are there positions in the Vancouver Police 
Department that you believe are suitable as an 
accommodated position?

Are there positions in the Vancouver Police 
Department that you believe are suitable as a 
developmental position?

Are there positions within your section that you 
believe are suitable as an accommodated position?

Are there positions within your section that you believe are suitable as a developmental 
position?

Yes, as long as capable of moving around in 
community & carrying a firearm.  -Both Sgt. & PC 
could potentially be.

 - Yes  - Both the Sgt & PC Position  - Outside realm of normal duties.   - Provides 
exposure to unique settings, people, political ramifications, handling of public meeting  
& media.  VPD General - Some positions could be civilianized in VPD.  - Need to 
make better use of accommodated positions.  Not enough rigidity how we deal with 
accommodated positions. - Perhaps "inside time" idea like we used to have to develop 
skill. - Putting people in "inside time" positions will break up their patrol time.  Give 
them a break.  - Promotional movement will slow down over next 10 years & with 
tenure, won't be as much movement.

No  - Everyone is expected to be able to go out on 
the street and deal with difficult people (Victims, 
Witnesses) and in rough areas, need to be 
operational. Not S/Sgt spot though.

Got agreement to take up to 2 Constables who are in this promotional competition for 
Sgt. Development.  Use spot for 1 person right now wouldn't want more than that.  
That's the only developmental aspect.  Could also develop Sgt's to help go to 
investigative spots down the road.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 5  - 52  



INTERVIEW LOG - OFFICE OF THE CHIEF CONSTABLE

A/Inspector (Bob Cooper position)         Not 
part of the authorize strength.

QUALITY ASSURANCE SECTION
  Inspector (Greg Parsons)

Are there positions in the Vancouver Police 
Department that you believe are suitable as an 
accommodated position?

Are there positions in the Vancouver Police 
Department that you believe are suitable as a 
developmental position?

Are there positions within your section that you 
believe are suitable as an accommodated position?

Are there positions within your section that you believe are suitable as a developmental 
position?

mments on this position

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 6  - 52  



INTERVIEW LOG - OPERATIONS DIVISION

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, 
experience or credibility of a 
sworn police officer required to 
fulfill the duties  of the position?

Can the requirements 
of the position be 
fulfilled by a specially 
trained civilian? Comments

OPERATIONS DIVISION REPORTING POSITIONS   
Deputy Chief's Office

  Deputy Chief Constable (Bob Rich) 29-Nov-05 15:00 2120 Sgt. Weeks C. Griffiths

   Admin. Sergeant 29-Nov-05 15:00 2120 Sgt. Weeks C. Griffiths No Yes¹ N/A²

¹ - 75% of function could be done by a clerical person.  Roughly 25% requires police officer skills, knowledge etc. ² - 
Not totally but a significant portion of the function could be.  Need for increased capacity for projects plus project 
management.

   Executive Assistant 29-Nov-05 15:00 2120 Sgt. Weeks C. Griffiths No No Yes    Need same clerical support as well as police support. Finding the right mix is the challenge.
 No No Yes

 
  District Commander (Schnitzer, Rolls, Heed, 
Hovbrender) 29-Nov-05 15:00 2120 Sgt. Weeks C. Griffiths Yes¹ N/A N/A ¹ - I believe a leader has to go out in the street and be seen by the troops on the road.

 Yes N/A N/A

   Admin Inspector 29-Nov-05 15:00 2120 Sgt. Weeks C. Griffiths No¹ Yes N/A
¹ - See it as an Assistant District Commander. Answer is a qualified  No. Could be an accommodated position.   - 2 
S/Sgt's positions have been proposed to replace Admin Inspector ( Structure for Success Report).

 Yes N/A N/A

   Inspector (Duty Officer) 29-Nov-05 15:00 2120 Sgt. Weeks C. Griffiths Yes N/A N/A
 Yes N/A N/A

   Inspector Patrol Support (Bob Stewart) 29-Nov-05 15:00 2120 Sgt. Weeks C. Griffiths No Yes N/A  - Very good section where property crime investigation are conducted from.
 Yes N/A N/A

   Inspector Traffic (Andy Hobbs) 29-Nov-05 15:00 2120 Sgt. Weeks C. Griffiths Yes¹ Yes N/A
¹ - Qualified  Yes. For the same reason for District Commander. Expected to be on the road, leading the troops at 
times.

 Yes N/A N/A

  District One

Inspector (Steve Schnitzer) 29-Nov-05 14:00 2120 Sgt. Weeks C. Griffiths
 District Commander 29-Nov-05 14:00 2120 Sgt. Weeks C. Griffiths Yes N/A N/A  

 No No Yes

  Admin Inspector 29-Nov-05 14:00 2120 Sgt. Weeks C. Griffiths Yes¹ N/A² N/A

¹ - Yes- Some duties could be civilianized but not others i.e. Car 10 relief, District Commander relief. ² -  95% Yes 
especially relating to complaining issues for sergeant reporting through them to District Commander.   - A Lot of 
community meetings and District Commander cannot go to all. Community wants to see a police manager.

 Yes N/A N/A

  Sergeant Patrol 29-Nov-05 14:00 2120 Sgt. Weeks C. Griffiths Yes N/A N/A   - Assumption - Arresting powers mandatory
  Yes N/A N/A

  Constable Patrol 29-Nov-05 14:00 2120 Sgt. Weeks C. Griffiths Yes N/A N/A   - Assumption - Arresting powers mandatory
  Yes N/A N/A

  Sergeant Mounted Squad 29-Nov-05 14:00 2120 Sgt. Weeks C. Griffiths Yes N/A N/A   - Assumption - Arresting powers mandatory
  Yes N/A N/A

  Constable Mounted Squad 29-Nov-05 14:00 2120 Sgt. Weeks C. Griffiths Yes N/A N/A   - Assumption - Arresting powers mandatory
  Yes N/A N/A

  Sergeant NPT 29-Nov-05 14:00 2120 Sgt. Weeks C. Griffiths Yes¹ N/A N/A ¹-  Out in community as a uniformed visible police officer.
  Yes N/A N/A

  Constable NPT 29-Nov-05 14:00 2120 Sgt. Weeks C. Griffiths Yes¹ N/A N/A ¹ -  Expectation from crime prevention officers that they are uniformed police officers.
  Yes N/A N/A

  Constable NPT Analyst (District Analyst) 29-Nov-05 14:00 2120 Sgt. Weeks C. Griffiths No Yes¹ Yes ¹ -  For the most part the credibility and knowledge is reliable. Not impossible to overcome.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 7 - 52



INTERVIEW LOG - OPERATIONS DIVISION

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, 
experience or credibility of a 
sworn police officer required to 
fulfill the duties  of the position?

Can the requirements 
of the position be 
fulfilled by a specially 
trained civilian? Comments

OPERATIONS DIVISION REPORTING POSITIONS   
 No No Yes

  Constable LBGT 29-Nov-05 14:00 2120 Sgt. Weeks C. Griffiths Yes¹ N/A N/A ¹ -  Sworn officers, always in uniform.  Community wants a police officer.
 No Yes N/A

   Bicycle Coordinator 29-Nov-05 14:00 2120 Sgt. Weeks C. Griffiths Yes¹ N/A N/A
¹ - Of the duties, if the position were reviewed there is a significant portion of the job that could be 
civilianized.Note:This is a police training position. No one is currently filling this position.

  Yes N/A N/A

  District Reader 15-Dec-05 9:30 By Phone Sgt. Weeks No Yes N/A
  District Two

Inspector (Bob Rolls) 10-Nov-05 11:00 D2 Insp. Off. Sgt. Weeks C. Griffiths
In general people say you cannot bring civilians into police positions , but more to do with who has been brought in. 
The right civilian can do a better job.

  District Commander 10-Nov-05 11:00 D2 Insp. Off. Sgt. Weeks C. Griffiths Yes N/A No  
  Yes N/A N/A

 Admin Inspector 10-Nov-05 11:00 D2 Insp. Off. Sgt. Weeks C. Griffiths Yes Yes No   - Capacity is a huge issue. Recommending 2 Staff Sergeants for that position.  Improve spam of control.
  Yes N/A N/A

  Sergeant Patrol 10-Nov-05 11:00 D2 Insp. Off. Sgt. Weeks C. Griffiths Yes N/A N/A   - Assumption - Arresting powers mandatory
  Yes N/A N/A

  Constable Patrol 10-Nov-05 11:00 D2 Insp. Off. Sgt. Weeks C. Griffiths Yes N/A N/A   - Assumption - Arresting powers mandatory
  Yes N/A N/A

  Admin Sergeant (CET) 10-Nov-05 11:00 D2 Insp. Off. Sgt. Weeks C. Griffiths Yes N/A N/A   - Involved in supporting Insp. Both administrative and operational duties. Basically a Staff Sergeant role.
  Yes N/A N/A

  Sergeant Waterfront Team 10-Nov-05 11:00 D2 Insp. Off. Sgt. Weeks C. Griffiths Yes N/A N/A   - Assumption - Arresting powers mandatory
  Yes N/A N/A

  Constable Waterfront Team 10-Nov-05 11:00 D2 Insp. Off. Sgt. Weeks C. Griffiths Yes N/A N/A   - Assumption - Arresting powers mandatory
  Yes N/A N/A

  Sergeant NPT 10-Nov-05 11:00 D2 Insp. Off. Sgt. Weeks C. Griffiths Yes N/A N/A
  - May be restructured. 2 Admin. Sgt's in each district.  Our person in charge of NPO's and Crime Fighter.  Expect 
obtain community concerns, strategies, a main co-ordinator. Operational duties - police operations job.

  Yes N/A N/A

  Constable NPT 20-Dec-05 11:00 2120 Sgt. Weeks Yes N/A N/A
  Yes N/A N/A

  Constable NPT Analyst (District Analyst) 20-Dec-05 11:00 2120 Sgt. Weeks No No¹ Yes
¹ - People have to earn credibility in the role.  People would likely bring a higher skill set.  Need for consistency and 
continuity.   - Only disadvantage is now available for maternity and light duties needs.

 No Yes N/A

  District Reader 20-Dec-05 11:00 2120 Sgt. Weeks No Yes N/A  - Position is under review and may become a part of a new position in 2006.
 No Yes N/A

  District Three

Inspector (Scott Thompson) 2-Dec-05 9:30 2120 Sgt. Palmer

    Way too lean in police & civilian. - PRIME. -E-Comm partnership - complaints from public have to question our 
relationship with them.  For example:  E-Comm data & debriefs around critical incidents with VPD & E-Comm. - Need 
operational experience & can't civilianize people & replace that experience. - Need to look at perhaps putting more 
police back into E-Comm for guidance/direction of their staff (could also be accommodated).

 District Commander 2-Dec-05 9:30 2120 Sgt. Palmer  Yes N/A N/A  
  Yes N/A N/A

  Admin Inspector 2-Dec-05 9:30 2120 Sgt. Palmer Yes Yes N/A
 -  Having done administrative role in CET. - Have to be higher than Sgt's. - Could be a S/Sgt possibly.  - Number of 
community events.  - Need impact of inspector for role of this office. - Also do Car 10 relief which is a police position.

  Yes N/A N/A

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 8 - 52



INTERVIEW LOG - OPERATIONS DIVISION

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, 
experience or credibility of a 
sworn police officer required to 
fulfill the duties  of the position?

Can the requirements 
of the position be 
fulfilled by a specially 
trained civilian? Comments

OPERATIONS DIVISION REPORTING POSITIONS   
  Sergeant Patrol 2-Dec-05 9:30 2120 Sgt. Palmer Yes N/A N/A   - Assumption - Arresting powers mandatory

  Yes N/A N/A

  Constable Patrol 2-Dec-05 9:30 2120 Sgt. Palmer Yes N/A N/A   - Assumption - Arresting powers mandatory
  Yes N/A N/A

  Sergeant NPT 2-Dec-05 9:30 2120 Sgt. Palmer Yes N/A N/A  - Crime surveillance.  - Arrest surveillance. - Arresting police officers
  Yes N/A N/A

  Constable NPT 2-Dec-05 9:30 2120 Sgt. Palmer Yes Yes N/A
 - Going with NIST team/problem premises. - Community relations.  - BlockWatch, education with seniors.  - Public 
safety issues. - Link between VPD & community. - Security issues / behavior issues at Community Policing Offices.

  Yes Yes N/A

  Constable Analyst (District Analyst) 2-Dec-05 9:30 2120 Sgt. Palmer No¹ No² Yes³

¹ - Not necessarily. - Would require security clearance.  - Could be a civilian. ² - Beneficial to have. ³ - Could be.  - 
Comes from patrol strength. - Would be better in long run to have a specially trained civilian.  More continuity in 
position. More credibility with civilian specially trained civilian with letters behind names has more impact with city 
probably  too.

  No No Yes

  District Reader 2-Dec-05 9:30 2120 Sgt. Palmer Yes¹ Yes N/A

¹ - Should actually be a S/Sgt's spot for more authority.  - Looks at investigative techniques of members.  - Sometimes 
have conflict with other Sergeants & even Constables. - Quality of reports.  - Discretionary issues re: doing BFs and 
reports.  - Dealing with work flow of many different teams.  - Could be a S/Sgt position for authority over other 
members to comply.

  Yes Yes N/A

  District Four

Inspector (Axel Hovbrender)

  - There is policing model.  - Hire security firms for eyes/ears (Genesis). - Have we priced ourselves out of market for 
providing police. - Initially eyes/ears, intel led for property crime. - Hire people to sit there & be a witness. - Some 
arguments for tiered policing. - To take report where crime has occurred and with no suspects does not require sworn 
powers. - People reporting crime want to see someone respond quickly. - A representative from the police dept.

 District Commander 29-Nov-05 11:00 2120 Sgt. Palmer Yes N/A N/A  
  Yes Yes No

  Admin Inspector 29-Nov-05 11:00 2120 Sgt. Palmer No Yes¹ N/A

¹ -  For it to be a credible position would have to be a police officer. A reflection of our culture.  - Need corporate & 
District knowledge. - Civ. Manager/analysts would provide continuity. - Could be adjunct to existing administrative 
Insp as opposed to replacing them.

  Yes N/A N/A

  Sergeant Patrol 29-Nov-05 11:00 2120 Sgt. Palmer Yes N/A N/A   - Assumption - Arresting powers mandatory
  Yes N/A N/A

  Constable Patrol 29-Nov-05 11:00 2120 Sgt. Palmer Yes N/A N/A   - Assumption - Arresting powers mandatory
  Yes N/A N/A

  Car 10/ Duty Officer Inspector 29-Nov-05 11:00 2120 Sgt. Palmer Yes N/A N/A
  Yes N/A N/A

  Sergeant NPT - P.C.R.U. (Prop. Crime Reduction 
Unit) 29-Nov-05 11:00 2120 Sgt. Palmer Yes¹ N/A N/A

¹ - In the foreseeable future it will continue on as a surveillance unit. - Used as a developmental position to train as 
hunters for crooks

  Constable NPT 29-Nov-05 11:00 2120 Sgt. Palmer Yes¹ N/A² N/A ¹ - Musqueam. - Kerrisdale/Marpole. ² - Primarily for credibility.
  Yes N/A N/A

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 9 - 52



INTERVIEW LOG - OPERATIONS DIVISION

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, 
experience or credibility of a 
sworn police officer required to 
fulfill the duties  of the position?

Can the requirements 
of the position be 
fulfilled by a specially 
trained civilian? Comments

OPERATIONS DIVISION REPORTING POSITIONS   

  Constable Analyst (District Analyst) 29-Nov-05 11:00 2120 Sgt. Palmer No No Yes

 - I would suggest this would be one of the areas we civilianize. - After working with RCMP &municipal Civilian 
Analysts I think we should civilianize all these positions. - They embrace these positions as opposed to doing it as a 
chore.  - We rotate people through (like pregnant). - I would civilianize all the analyst positions. - Consistency, if they 
got hired on they will stay in that position. - Should be the right hand arm of the District Commanders. - We should be 
policing smarter.  - Get quality people & pay these people accordingly.

 False Alarm Reduction Coordinator 29-Nov-05 11:00 2120 Sgt. Palmer No¹ No Yes²
¹ -  Shouldn't be part of the police department. - Should be part of the City of Vancouver. Revenue stream for the city. ² 
- He is specially trained.

 No No Yes

  District Reader 29-Nov-05 11:00 2120 Sgt. Palmer No Yes No¹

¹ - I  don't think they can.  - Educator for junior work force. - Examine reports - Provide info. On how to do 
investigations. - Quality Assurance. - Accountability for work & for Sgt's. - They have been at it for 1 1/2 years & some
of the quality of investigations are tragic. - I don't view it as punitive. I view it as remedial.

 No Yes No

PATROL SUPPORT SECTION

  Inspector (Bob Stewart)
 Analysis Team
   Sergeant 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths No Yes N/A

 No Yes N/A

   Constable Crime Analyst 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths No¹ Yes N/A
¹ - Most have been light duties constables.  - There is definitely a requirement for 1 or 2 people with high level of 
technical computing and software skills and the only way to ensure this is to hire civilians with this skills.

 No No Yes

   Constable District Analyst 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths No Yes¹ N/A ¹ - Credibility as police officer is valuable as they are the direct link between the crime analyst and patrol officer.
 No No Yes

   Constable Liquor Coordinator 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths Yes N/A N/A  -  They do inspections. Liaison person with both city and provincial government departments.
 No Yes N/A

   POP Coordinator 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths Yes¹ N/A N/A ¹ - They work with City Permits and Licenses.  There are powers related to these duties.
 No Yes N/A

 Anti Fencing Unit
   Sergeant 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths Yes¹ N/A N/A ¹ -  Investigation unit primarily.

  Yes N/A N/A

   Constable 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths Yes¹ N/A N/A ¹ -  They are  a detective constable - carry out investigations
 Yes N/A N/A

   Investigative Clerk 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths No No Yes  -  Job title is Investigative Clerk not an analyst position.
 No No Yes

  Community Policing Services Unit

   Sergeant 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths No¹ Yes N/A
¹ - Job is highly administrative and no real need for law enforcement powers.   - Job is primarily overseeing the 
community policing offices, citizen crime watch and business liaison and block watch.  Primarily administrative.

 No Yes N/A

   Constable Block Watch 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths Yes N/A N/A
 -  Basically point of contact for every block captain.  Will walk around with them.  Program would be severely 
weakened without an officer.

 No No Yes

   Civilian Program Assistant 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths No No Yes
 No No Yes

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 10 - 52



INTERVIEW LOG - OPERATIONS DIVISION

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, 
experience or credibility of a 
sworn police officer required to 
fulfill the duties  of the position?

Can the requirements 
of the position be 
fulfilled by a specially 
trained civilian? Comments

OPERATIONS DIVISION REPORTING POSITIONS   
   Constable Business Liaison 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths Yes N/A N/A  -  Also does shoplifter catch and release program.

 No No Yes

   Constable Citizen Crime Watch 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths Yes N/A N/A   - Coordinates volunteers and needs law enforcement powers to assist them.
 Yes N/A N/A

 Scenes of Crime Unit (SOCO)
   Sergeant 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths Yes N/A N/A   - Will do the same job as the Constables at times.

 Yes N/A N/A

   Constable 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths Yes N/A N/A   - On the road, responding to calls, doing investigations.
 Yes N/A N/A

 Chronic Offender Program
   Constable 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths Yes N/A N/A  -  Investigation, interview and arrest duties.

 Yes N/A N/A

   Civilian Program Assistant 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths No No Yes  -  Data entry and administrative.
 No No Yes

 General Investigation Unit
   Sergeant 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths Yes N/A N/A  -  In charge of investigations, assist investigators with investigations i.e.: search warrants.

 Yes N/A N/A

   Constable 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths Yes N/A N/A  -  They are Detective Constable Investigators.
 Yes N/A N/A

 Property Crime Unit
  Sergeant 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths Yes N/A N/A  -  Same as GIU just different mandate for crimes.

 Yes N/A N/A

  Constable 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths Yes N/A N/A  -  Same as GIU again.
 Yes N/A N/A

   Constable (Anti Graffiti) 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths Yes N/A N/A  -  Detective Constable who investigates property crime involving graffiti. Regular investigator.
 Yes N/A N/A

   Constable (Stolen Auto) 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths Yes¹ N/A N/A ¹ - Again investigations, arrests, write warrants.
 Yes N/A N/A

 Victim Services Unit
   Civilian Coordinator 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths No No Yes

 No No Yes

   Civilian Case Worker 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths No No Yes
 No No Yes

Identity Theft Task Force
 Sergeant 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths Yes N/A N/A

 Yes N/A N/A
 Constable 1-Dec-05 9:00 2120 Sgt. Weeks C. Griffiths Yes N/A N/A

 Yes N/A N/A

TRAFFIC SERVICES SECTION

  Inspector (Andy Hobbs) 30-Nov-05 11:00 2120 Sgt. Palmer

 -  Provincial I.R.S.U. (Integrated Road Safety Unit) is something on the horizon that may drain 6-7 qualified VPD 
people. - Civilianization is in general valuable. - We are under resourced. - Not that simplistic though. If you civilianize 
too much then it goes to our detriment. - Public service counter should have police there not just civilians.- Don't be 
penny wise/pound foolish we need officers doing front line work. - Civilians should be for support. 

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 11 - 52



INTERVIEW LOG - OPERATIONS DIVISION

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, 
experience or credibility of a 
sworn police officer required to 
fulfill the duties  of the position?

Can the requirements 
of the position be 
fulfilled by a specially 
trained civilian? Comments

OPERATIONS DIVISION REPORTING POSITIONS   

   Sergeant Traffic Services Squad 30-Nov-05 11:00 2120 Sgt. Palmer Yes¹ N/A N/A

¹ - Both the admin. Side & the supervisory role.  You couldn't do it without.   - Not strictly an admin. spot. - He 
oversees about 20 Police Officers in 5 various squads. - Also liaises with public & other agencies. - There is a need for 
an admin. Sgt. or S/Sgt's. to do admin duties. 

 Yes N/A N/A

 School Safety and Education Unit
   Constable 30-Nov-05 11:00 2120 Sgt. Palmer Yes N/A N/A  -  Part of it is parking issues/enforcement around the schools.

 Yes N/A N/A

 Traffic Support Unit

   Constable 30-Nov-05 11:00 2120 Sgt. Palmer Yes Yes¹ N/A
¹ - Yes, all of the above. - Has to be for credibility & practical application of things.    - Dealing with supt- M.V. - 
Maintain equipment. - Legal requirement data master & various documents/certificates.

 No No Yes

 Commercial Vehicle Unit
   Constable 30-Nov-05 11:00 2120 Sgt. Palmer Yes N/A N/A  - Law enforcement.  - Writing tickets, going to court. - Statutory obligations.

 Yes N/A N/A

 Taxi Unit
   Constable 30-Nov-05 11:00 2120 Sgt. Palmer Yes N/A N/A   - Statutory requirement. - COV bylaw that this work done by police.

 Yes N/A N/A

 Hit and Run Unit
   Constable 30-Nov-05 11:00 2120 Sgt. Palmer Yes N/A N/A  - Doing enforcement of laws.

 Yes N/A N/A

 Traffic Enforcement
   Sergeant 30-Nov-05 11:00 2120 Sgt. Palmer Yes N/A N/A  - Enforcing law.

 Yes N/A N/A

   Constable 30-Nov-05 11:00 2120 Sgt. Palmer Yes N/A N/A  - Enforcement of law. - Assist patrol. - VIP stuff. - Containment.
  Yes N/A N/A

 Collision Investigation Unit
   Sergeant 30-Nov-05 11:00 2120 Sgt. Palmer Yes N/A N/A  - Enforcing law.

 Yes N/A N/A

   Constable 30-Nov-05 11:00 2120 Sgt. Palmer Yes N/A N/A  - Enforce laws.
 Yes N/A N/A

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 12 - 52



INTERVIEW LOG - OPERATIONS DIVISION

OPERATIONS DIVISION REPORTING POSITIONS
Deputy Chief's Office

  Deputy Chief Constable (Bob Rich)

   Admin. Sergeant
   Executive Assistant

 

 
  District Commander (Schnitzer, Rolls, Heed, 
Hovbrender)

 

   Admin Inspector
 

   Inspector (Duty Officer)
 

   Inspector Patrol Support (Bob Stewart)
 

   Inspector Traffic (Andy Hobbs)
 

  District One

Inspector (Steve Schnitzer)
 District Commander 

 

  Admin Inspector
 

  Sergeant Patrol
 

  Constable Patrol
 

  Sergeant Mounted Squad
 

  Constable Mounted Squad
 

  Sergeant NPT
 

  Constable NPT
 

  Constable NPT Analyst (District Analyst)

Are there positions in the Vancouver Police Department that 
you believe are suitable as an Accommodated position?

Are there positions in the Vancouver Police Department that 
you believe are suitable as a Developmental position?

Are there positions within your section that you believe 
are suitable as an accommodated position?

Are there positions within your section that you believe 
are suitable as a developmental position?

A number in Traffic Section, TRT, Taxi Details, Hit & 
Run, Property Crime, Anti-fencing, Crime Analysis Unit, 
P&R, Crime Analysts in Districts. Training positions..

Admin Sgt. (OPS), HR, P&R(Great macro review of 
organization). IIS positions, training, recruiting Sgt. 
position. Could be anywhere dependant on the individual.

Analyst definitely. The reader.
I believe the NPOs could be a semi-developmental 
position.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 13 - 52



INTERVIEW LOG - OPERATIONS DIVISION

OPERATIONS DIVISION REPORTING POSITIONS
 

  Constable LBGT
 

   Bicycle Coordinator
 

  District Reader
  District Two

Inspector (Bob Rolls)
  District Commander 

 

 Admin Inspector
 

  Sergeant Patrol
 

  Constable Patrol
 

  Admin Sergeant (CET)
 

  Sergeant Waterfront Team
 

  Constable Waterfront Team
 

  Sergeant NPT
 

  Constable NPT
 

  Constable NPT Analyst (District Analyst)
 

  District Reader
 

  District Three

Inspector (Scott Thompson)
 District Commander 

 

  Admin Inspector
 

Are there positions in the Vancouver Police Department that 
you believe are suitable as an Accommodated position?

Are there positions in the Vancouver Police Department that 
you believe are suitable as a Developmental position?

Are there positions within your section that you believe 
are suitable as an accommodated position?

Are there positions within your section that you believe 
are suitable as a developmental position?

The Crime Analyst and the Crime Analyst  in CET. 
Someone could  come in and work with the Analyst 
accommodated members to run projects as well.

No. Other than partnering members up with someone 
in a position.

Could be the analyst position, but we have the trade-
off as to whether to civilianize this spot.  - We could 
still civilianize it but may still need to place a Police 
Officer to work along side if accommodation need 
arises.

KRASH would be viewed as developmental.  A/Sgt. 
Role is developmental for future NCOs. - Analyst role 
could be. - NPO role could be. - Reader spot is 
developmental for an NCO.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 14 - 52



INTERVIEW LOG - OPERATIONS DIVISION

OPERATIONS DIVISION REPORTING POSITIONS
  Sergeant Patrol

 

  Constable Patrol
 

  Sergeant NPT
 

  Constable NPT
 

  Constable Analyst (District Analyst)
 

  District Reader
 

  District Four

Inspector (Axel Hovbrender)

 District Commander 
 

  Admin Inspector
 

  Sergeant Patrol
 

  Constable Patrol
 

  Car 10/ Duty Officer Inspector
 

  Sergeant NPT - P.C.R.U. (Prop. Crime Reduction 
Unit)
  Constable NPT

 

Are there positions in the Vancouver Police Department that 
you believe are suitable as an Accommodated position?

Are there positions in the Vancouver Police Department that 
you believe are suitable as a Developmental position?

Are there positions within your section that you believe 
are suitable as an accommodated position?

Are there positions within your section that you believe 
are suitable as a developmental position?

District analyst position (have been using it as such). 
Some positions could even be a .5 position eg. NPO 
position (working 1/2 time) not suitable for all 
accommodated, but in case of job share would work. -
Our dept. needs to look at things like this.  For 
example a police woman recently went to the RCMP 
(White Rock) due to better mat/parental/job share 
benefits.  - .5 positions could be scattered throughout 
patrol also.  We don't carry files like RCMP so would
be more feasible.

 PCRU/Neighourhood  Positions. - Admin Insp.  - 
Reader Position. 

  

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 15 - 52



INTERVIEW LOG - OPERATIONS DIVISION

OPERATIONS DIVISION REPORTING POSITIONS

  Constable Analyst (District Analyst)

 False Alarm Reduction Coordinator
 

  District Reader
 

PATROL SUPPORT SECTION

  Inspector (Bob Stewart)
 Analysis Team
   Sergeant

 

   Constable Crime Analyst
 

   Constable District Analyst
 

   Constable Liquor Coordinator
 

   POP Coordinator
 

 Anti Fencing Unit
   Sergeant

 

   Constable 
 

   Investigative Clerk
 

  Community Policing Services Unit

   Sergeant
 

   Constable Block Watch
 

   Civilian Program Assistant
 

Are there positions in the Vancouver Police Department that 
you believe are suitable as an Accommodated position?

Are there positions in the Vancouver Police Department that 
you believe are suitable as a Developmental position?

Are there positions within your section that you believe 
are suitable as an accommodated position?

Are there positions within your section that you believe 
are suitable as a developmental position?

20% of the officers in the section are probably 
accommodated eg CAU and most other units can and 
do accommodate officers.

Section is an entry level investigative area and is 
developmental both for investigative and for 
promotional purposes.  Very much a developmental 
area especially for the NCOs.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 16 - 52



INTERVIEW LOG - OPERATIONS DIVISION

OPERATIONS DIVISION REPORTING POSITIONS
   Constable Business Liaison

 

   Constable Citizen Crime Watch
 

 Scenes of Crime Unit (SOCO)
   Sergeant

 

   Constable
 

 Chronic Offender Program
   Constable

 

   Civilian Program Assistant
 

 General Investigation Unit
   Sergeant

 

   Constable
 

 Property Crime Unit
  Sergeant

 

  Constable
 

   Constable (Anti Graffiti)
 

   Constable (Stolen Auto)
 

 Victim Services Unit
   Civilian Coordinator

 

   Civilian Case Worker
 

Identity Theft Task Force
 Sergeant

 
 Constable

 

TRAFFIC SERVICES SECTION

  Inspector (Andy Hobbs)

Are there positions in the Vancouver Police Department that 
you believe are suitable as an Accommodated position?

Are there positions in the Vancouver Police Department that 
you believe are suitable as a Developmental position?

Are there positions within your section that you believe 
are suitable as an accommodated position?

Are there positions within your section that you believe 
are suitable as a developmental position?

 

Yes, Traffic Services can be an accommodated 
position.  - Depends on the type of accommodation. - 
Could be School Safety Patrol depending on type of 
accommodation. Most of the jobs in traffic require 
physically able bodies going out on the road in 
uniform. - Really the only one where you don't go out
on the road is the Traffic Services Unit.

All relative to individual. - All positions are 
developmental. - Traffic Services is developmental - 
Dealing with outside agencies outside normal realm of 
policing. Also community vehicles is very specialized.- 
You develop a very specialized area of expertise. - 
Also ACCI - Reconstructs - Very specialized work. - 
Every position in VPD is potentially developmental.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 17 - 52
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OPERATIONS DIVISION REPORTING POSITIONS

   Sergeant Traffic Services Squad
 

 School Safety and Education Unit
   Constable

 

 Traffic Support Unit

   Constable
 

 Commercial Vehicle Unit
   Constable

 

 Taxi Unit
   Constable

 

 Hit and Run Unit
   Constable

 

 Traffic Enforcement
   Sergeant

 

   Constable
 

 Collision Investigation Unit
   Sergeant

 

   Constable
 

Are there positions in the Vancouver Police Department that 
you believe are suitable as an Accommodated position?

Are there positions in the Vancouver Police Department that 
you believe are suitable as a Developmental position?

Are there positions within your section that you believe 
are suitable as an accommodated position?

Are there positions within your section that you believe 
are suitable as a developmental position?

  

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 18 - 52



INTERVIEW LOG - INVESTIGATION DIVISION

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, 
experience or credibility of a 
sworn police officer required to 
fulfill the duties  of the position?

Can the requirements of 
the position be fulfilled by 
a specially trained 
civilian? Comments

INVESTIGATION DIVISION REPORTING POSITIONS    
Deputy Chief's Office

  Deputy Chief Constable (Doug LePard) 1-Dec-05 13:00 312 Sgt. Palmer C. Griffiths

  - Gord Coburn  6 positions  Document Services - Accom. Or pre-recruit traditionally still have to have Police 
Officer status but don't need to be full  police officers. Need to sign documents could be filled by potential police 
applicants.  Could be civilianized but also need to think of accom. issues.  Have to look at safety issues for some 
service issues of docs. - Duty to accommodate. - Don't want to make ourselves less efficient by Civilianizing all 
possible. - Look at spots that we may not save money & may lose developmental sworn spots by hiring all 
civilians. (e.g. P&R).  - Appeal of policing - variety of spots providing opportunity to people to experience new 
things & learn new things.  - American literature - Quasi Police ACCI investigators. - No cost saving (95% of 1st 
class PC). - Reduces pool of Police Officers overall for large events. Would be a problem for major events (eg. 
Clinton/Yeltsin). - Also cover on a call, need to have. Contain a crime scene; need to have.  - Quasi police don't 
give us that ability.  - Would reduce number of cops on street to cover & assist other officers (traffic stops & in 
progress calls). - Stick to what jobs could be done by civilians. - Communications could be a developmental positi

   Executive Assistant 1-Dec-05 13:00 312 Sgt. Palmer C. Griffiths No No Yes
  - Would like to have an aide to assist with DCC duties. An NCO position similar to Dave Duncan working for 
Bob Rich.

   Inspector (Tom McCluskie) 1-Dec-05 13:00 312 Sgt. Palmer C. Griffiths Yes¹ N/A N/A  ¹ -  Highly exp. Police officer. - Attends scenes of homicide; operational Police Officer.
 Yes N/A N/A

   Inspector (Tim Laidler) 1-Dec-05 13:00 312 Sgt. Palmer C. Griffiths Yes¹ N/A N/A  ¹ - Same as MCS Inspector, essentially same job.
 Yes N/A N/A

   Inspector (Keven McQuiggin) 1-Dec-05 13:00 312 Sgt. Palmer C. Griffiths Yes¹ N/A N/A
¹ - Includes Financial Crime, Internet Crime, Ident. - Very operational.  - SOCO could  fall under toutledge of 
Ident members. But also support patrol.

 Yes N/A N/A

   Inspector (Gord Coburn) 1-Dec-05 13:00 312 Sgt. Palmer C. Griffiths No¹ Yes² N/A
¹ - Don't know whether L.E. powers. ² - Absolutely. - Does require experience/skills.  - Jail, DNA, Affis, Doc. 
Services. - Appeal of cases to Crown.   - Very challenging. - Developmental.  - Jail change over.

   Inspector (Dave Nelmes) 1-Dec-05 13:00 312 Sgt. Palmer C. Griffiths Yes¹ N/A N/A
 ¹ - Hands on position / major drug operations.  - Also CBRN response. - Dealing with Health Canada / RCMP/ 
Background of Police Officer required.

 Yes N/A N/A

MAJOR CRIME SECTION  

  Inspector (Tom McCluskie)
  Administration Supervisor 28-Nov-05 11:00 312 Sgt. Weeks No Yes¹ N/A ¹ Essential
Homicide Unit  
  Sergeant 28-Nov-05 11:00 312 Sgt. Weeks Yes N/A N/A  

 Yes N/A N/A

  Constable 28-Nov-05 11:00 312 Sgt. Weeks Yes N/A N/A
 Yes N/A N/A

Unsolved Homicide Unit  
  Constable 28-Nov-05 11:00 312 Sgt. Weeks Yes N/A N/A

 No Yes N/A

Missing Persons/Coroner Liaison Unit   

   Sergeant 28-Nov-05 11:00 312 Sgt. Weeks Yes N/A N/A
  - A number of our cases are homicides and there can be situations requiring arrest powers.  Also seeking judicial 
authority when there are cases that are suspicious.

 Yes N/A N/A

  Constable 28-Nov-05 11:00 312 Sgt. Weeks Yes N/A N/A   - Same comments as for Sergeant position.
 Yes N/A N/A

Witness Protection Unit   

  Constable 28-Nov-05 11:00 312 Sgt. Weeks Yes N/A N/A
  - Requires potential need to use up to and including lethal force in cases involving organized crime groups and 
related trials.

 Yes N/A N/A

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 19 - 52



INTERVIEW LOG - INVESTIGATION DIVISION

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, 
experience or credibility of a 
sworn police officer required to 
fulfill the duties  of the position?

Can the requirements of 
the position be fulfilled by 
a specially trained 
civilian? Comments

INVESTIGATION DIVISION REPORTING POSITIONS    
Robbery Assault Squad   

  Sergeant 28-Nov-05 11:00 312 Sgt. Weeks Yes¹ N/A N/A ¹ -  Absolutely.   - Often out as member of investigative team and may be exposed to violent, armed suspects.
 Yes N/A N/A

  Constable 28-Nov-05 11:00 312 Sgt. Weeks Yes¹ N/A N/A ¹ - Powers of arrest absolutely essential.
 Yes N/A N/A

  Constable Arson Investigator 28-Nov-05 11:00 312 Sgt. Weeks Yes¹ N/A N/A ¹ - Arrest, interrogation, surveillance, judicial authorities know required to enter and arson scene.
 Yes N/A N/A

  Constable Analyst 28-Nov-05 11:00 312 Sgt. Weeks No No Yes   - Position based on their analytical ability and require no police powers. 
 No No Yes

  Civilian Analyst 28-Nov-05 11:00 312 Sgt. Weeks   - This position does not exist. Section could use two of these positions.
SPECIAL INVESTIGATION SECTION  

  Inspector (Tim Laidler)  
Sexual Offence Squad   

  Sergeant 29-Nov-05 9:00 312 Sgt. Weeks Yes N/A N/A  - Required to be team leader under the major case management.  They are in charge of major investigations.
 Yes N/A N/A

  Constable 29-Nov-05 9:00 312 Sgt. Weeks Yes N/A N/A
 Yes N/A N/A

  Constable High Risk Offender Unit 29-Nov-05 9:00 312 Sgt. Weeks Yes N/A N/A  
  Civilian Analyst 29-Nov-05 9:00 312 Sgt. Weeks No No Yes¹ ¹ - And is at this time.

DVACH   
  Sergeant 29-Nov-05 9:00 312 Sgt. Weeks Yes N/A N/A

 Yes N/A N/A

  Constable 29-Nov-05 9:00 312 Sgt. Weeks Yes N/A N/A
 Yes N/A N/A

Polygraph and Statement Analysis  

  Sergeant 29-Nov-05 9:00 312 Sgt. Weeks Yes N/A N/A
  - Law enforcement powers required for admission of guilt for court purposes.  For applicants for the department 
a civilian polygraph examiner could and should be used.

 Yes N/A N/A

  Constable Statement Analysis 29-Nov-05 9:00 312 Sgt. Weeks No No¹ Yes
¹ - It is helpful, but not essential    - None.  Others may hold different opinions on this unit, it is not an absolute. 
(Position is strictly statement analysis)

 Yes N/A N/A

VICLAS  
  Constable 29-Nov-05 9:00 312 Sgt. Weeks No No Yes

 No No Yes

FORENSIC SERVICES SECTION

  Inspector (Kevin McQuiggin) 23-Nov-05 10:00 2120 Sgt. Palmer V. Chin

  -  Computer Support Unit - Civilian Technician. - A technical specialist so officers can concentrate on evidence 
recovery.  A civilian trained in computers to assist in investigations (Technical Specialist Positions).Note: This 
would be a new civilian staff position that is needed in  addition to existing resourtces.

Financial Crime Squad  

  Sergeant 23-Nov-05 10:00 2120 Sgt. Palmer V. Chin Yes N/A N/A
  Assist with search warrants.  - Operational/Police experience critical.  - In progress of dividing Sgts to two areas
of responsibility  1). Financial Crime 2). Internet & Computer Forensics and possibly Forensic Ident.

 Yes N/A N/A

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 20 - 52



INTERVIEW LOG - INVESTIGATION DIVISION

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, 
experience or credibility of a 
sworn police officer required to 
fulfill the duties  of the position?

Can the requirements of 
the position be fulfilled by 
a specially trained 
civilian? Comments

INVESTIGATION DIVISION REPORTING POSITIONS    

  Constable 23-Nov-05 10:00 2120 Sgt. Palmer V. Chin Yes N/A N/A

   - Powers of arrest. - We spend a lot of money on outside forensic audits (through. C.I.F.) (or victim to pay). An 
audit like this is 30-40 K. 2-3 on go at once. - Perhaps a forensic accountant would be a good hire as a civilian to 
do these audit. - Would be cost effective. - Or perhaps pay for experience Police Officers to get C.A. designation.  
We use to have one on staff on 5 yrs. ago but he was let go due to not busy enough at time. Note: This would be 
an additional staff member required.

 Yes N/A N/A

  Civilian Super Text Administrator 23-Nov-05 10:00 2120 Sgt. Palmer V. Chin No¹ No Yes ¹ - Essentially a clerical supervisory function.
(Replace by: Case Management Systems 
Coordinator ) 23-Nov-05 10:00 2120 Sgt. Palmer V. Chin No¹ No Yes ¹- Same as above

  No No Yes

Computer Crime Unit  

  Constable 23-Nov-05 10:00 2120 Sgt. Palmer V. Chin Yes¹ N/A N/A
¹ -  Absolutely - Very  strongly.  - Tenure set at 7 yrs. Should be extendable (e.g. Les Wray). We will have to 
make an exception, world wide recognition. He could leave in a minute.

 Yes N/A N/A

Internet Investigation Constable 23-Nov-05 10:00 2120 Sgt. Palmer V. Chin Yes N/A N/A
Forensic Firearm & Tool Mark Unit  

    Civilian Police Lab Analyst II 23-Nov-05 10:00 2120 Sgt. Palmer V. Chin No¹ No² Yes
¹ - They are civilians, expert witnesses. - No (By virtue of the history). ² - Have to have above credentials but don't
have to be police.

  No No Yes

    Civilian Police Lab Analyst I  No No Yes
  No No Yes

Forensic Identification Squad  
  Sergeant 23-Nov-05 10:00 2120 Sgt. Palmer V. Chin Yes N/A N/A  

 Yes N/A N/A

  Constable 23-Nov-05 10:00 2120 Sgt. Palmer V. Chin Yes N/A N/A  
  No No Yes

  Constable Trainer 23-Nov-05 10:00 2120 Sgt. Palmer V. Chin Yes N/A N/A  
  Civilian Photography Technician 23-Nov-05 10:00 2120 Sgt. Palmer V. Chin No No¹ Yes  ¹ - Specialized training, experience & credibility. However do not need to be sworn.

  No No Yes

SERVICES LIAISON SECTION

  Inspector (Gord Coburn) 15-Dec-05 12:30 Phone Sgt. Palmer  
BC AFIS   
  Civilian Supervisor 15-Dec-05 12:30 Phone Sgt. Palmer No No Yes¹  ¹ -  and  is currently a specialized civilian position.

  No No Yes

 Civilian Fingerprint Technician-BC AFIS 15-Dec-05 12:30 Phone Sgt. Palmer No No Yes Same as above.
  No No Yes

Documentation Services Unit   
  Sergeant 15-Dec-05 12:30 Phone Sgt. Palmer Yes¹ N/A N/A ¹ - Swearing of  Informations & tele-warrants.

 Yes N/A N/A

  Constable 15-Dec-05 12:30 Phone Sgt. Palmer Yes¹ N/A N/A

¹ - Right now swearing information's & tele-warrants. - Tele warrants will need to be Police Officer's. - Civilians 
could serve some subpoenas. Could swear some people to swear summons.  - However there are some officers 
safety issues. - Could use "inside time" constables with 3/4 yrs service. - Because of clientele it would be hard to 
civilianize due to excessive liability.  - Very hesitant to civilianize these.Note: See DCC LePard's comments also.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 21 - 52



INTERVIEW LOG - INVESTIGATION DIVISION

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, 
experience or credibility of a 
sworn police officer required to 
fulfill the duties  of the position?

Can the requirements of 
the position be fulfilled by 
a specially trained 
civilian? Comments

INVESTIGATION DIVISION REPORTING POSITIONS    
 Yes N/A N/A

Jail      
  Sergeant 15-Dec-05 12:30 Phone Sgt. Palmer Yes N/A N/A  

 Yes N/A N/A

Vice Drugs Section

  Inspector (Dave Nelmes) 14-Nov-05 10:00 5E. 8th Sgt. Weeks V. Chin Yes N/A N/A
  - A incident command for clan labs and CBRN situations.  Credibility of a police officer is required for certain 
functions, committees, public meetings, etc.

Crime Stoppers   

  Sergeant 14-Nov-05 10:00 5E. 8th Sgt. Weeks V. Chin No Yes N/A
  - Credibility important due to liaising with other police officers, boards, police involvement.  Investigative mind 
important.

 Yes N/A N/A

Drug Unit   
  Sergeant 14-Nov-05 10:00 5E. 8th Sgt. Weeks V. Chin Yes N/A N/A   -  Operational position.

 Yes N/A N/A

  Constable 14-Nov-05 10:00 5E. 8th Sgt. Weeks V. Chin Yes N/A N/A
 Yes N/A N/A

  Constable Intel Coordinator 14-Nov-05 10:00 5E. 8th Sgt. Weeks V. Chin Yes¹ Yes² No³

 ¹ -  Yes - In its current form the member does operational duties.  If strictly a co-ord/analyst then No.  ² - Yes-  
Same as ¹. ³- No - Same as ¹.   - The section needs a full time analyst. Note: A fultime civilian analyst would be an 
additional position. 

 Yes N/A N/A

Vice Unit   
  Sergeant 14-Nov-05 10:00 5E. 8th Sgt. Weeks V. Chin Yes N/A N/A  - Operational team. Powers of arrest.  Surveillance duties.

 Yes N/A N/A

  Constable  Yes N/A N/A  

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 22 - 52



INTERVIEW LOG - INVESTIGATION DIVISION

INVESTIGATION DIVISION REPORTING POSITIONS
Deputy Chief's Office

  Deputy Chief Constable (Doug LePard)

   Executive Assistant
   Inspector (Tom McCluskie)

 

   Inspector (Tim Laidler)
 

   Inspector (Keven McQuiggin)
 

   Inspector (Gord Coburn)

   Inspector (Dave Nelmes)
 

MAJOR CRIME SECTION

  Inspector (Tom McCluskie)
  Administration Supervisor
Homicide Unit
  Sergeant

 

  Constable
 

Unsolved Homicide Unit
  Constable

 

Missing Persons/Coroner Liaison Unit

   Sergeant
 

  Constable
 

Witness Protection Unit

  Constable
 

Are there positions in the Vancouver Police Department that you 
believe are suitable as an accommodated position?

Are there positions in the Vancouver Police Department 
that you believe are suitable as a developmental 
position?

Are there positions within your section that you believe are suitable as an 
accommodated position?

Are there positions within your section that you believe are suitable as a 
developmental position?

Depends on nature of accommodation - Had a Det.in DVACH 
with hip problems that could do job but couldn't do a patrol 
function.  - Not suitable for robbery detective.  - Depends on 
need; for right person. Need investigative background to fill in 
with Investigative Division. RTC in '92 Re: Civilianization.  - 
Need to fill these spots. If you civilianize these spots you end up 
putting accom. people in spots you don't need them. - Be wary 
that you replace them and then you have do something with 
these accom. people. - Trend may be down with younger 
workforce (for health) but up with pregnancies.

Traditional  uniform to dectives. P&R, HR , Training 
incredibly developmental. Get people well rounded in 
all three areas. - Current Executive have all been in 
P&R. - Get financial/ macro/HR view of department - 
Some HR positions require credibility. Looking at 
Sgt's & Insp. for succession planning to higher up 
positions. - Excutive thinking of developmental 
positions to send people. - Also need aptitude for 
Patrol/Invest work to do administrative jobs.

No - However, there is work such as disclosure, file coordination, 
affiants, exhibit control, training developments that could be done by an 
accommodated member.

The "five year tenure" positions in homicide are intended and designed for 
developing of officers wanting to pursue advancement. 

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 23 - 52



INTERVIEW LOG - INVESTIGATION DIVISION

INVESTIGATION DIVISION REPORTING POSITIONS
Robbery Assault Squad

  Sergeant
 

  Constable
 

  Constable Arson Investigator
 

  Constable Analyst
 

  Civilian Analyst
SPECIAL INVESTIGATION SECTION

  Inspector (Tim Laidler)
Sexual Offence Squad

  Sergeant
 

  Constable
 

  Constable High Risk Offender Unit
  Civilian Analyst

DVACH
  Sergeant

 

  Constable
 

Polygraph and Statement Analysis

  Sergeant
 

  Constable Statement Analysis
 

VICLAS
  Constable

 

FORENSIC SERVICES SECTION

  Inspector (Kevin McQuiggin)
Financial Crime Squad

  Sergeant
 

Are there positions in the Vancouver Police Department that you 
believe are suitable as an accommodated position?

Are there positions in the Vancouver Police Department 
that you believe are suitable as a developmental 
position?

Are there positions within your section that you believe are suitable as an 
accommodated position?

Are there positions within your section that you believe are suitable as a 
developmental position?

ViCLAS

SOS, DVACH Constable and Sergeant positions could be suitable for 
developmental purposes for promotion to supervisor of manager.  They 
would not be entry level positions.  They would require prior experience in 
GIU or Property Crime to enhance their skills.

Not Currently. - Someone could do "intake" (vetting cases) If they had 
this experience in complex financial crime.   - Would be tough to train 
someone without this experience already due to complexity.

 Two-2yr. positions (D/Cst. Positions) to evaluate people /ability and can 
move to a 5 year spot. - Also - idea of folding SOCO into Ident. (kind of a 
farm team).

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 24 - 52



INTERVIEW LOG - INVESTIGATION DIVISION

INVESTIGATION DIVISION REPORTING POSITIONS

  Constable
 

  Civilian Super Text Administrator
(Replace by: Case Management Systems 
Coordinator )

  

Computer Crime Unit

  Constable
 

Internet Investigation Constable
Forensic Firearm & Tool Mark Unit

    Civilian Police Lab Analyst II
  

    Civilian Police Lab Analyst I
  

Forensic Identification Squad
  Sergeant

 

  Constable
  

  Constable Trainer
  Civilian Photography Technician

  

SERVICES LIAISON SECTION

  Inspector (Gord Coburn)
BC AFIS
  Civilian Supervisor

  

 Civilian Fingerprint Technician-BC AFIS
  

Documentation Services Unit
  Sergeant

 

  Constable

Are there positions in the Vancouver Police Department that you 
believe are suitable as an accommodated position?

Are there positions in the Vancouver Police Department 
that you believe are suitable as a developmental 
position?

Are there positions within your section that you believe are suitable as an 
accommodated position?

Are there positions within your section that you believe are suitable as a 
developmental position?

I accept accommodated people in my section. - Can't function with too 
many accommodated. - Normally in Document Services.  - Would have 
to examine each on it's own merits. Could take accommodated in jail but 
not for physical disability. Perhaps a member charged with assualt. etc.  
but still physically able.

Jail positions. - Will be developmental if we get Police Officers down here 
under new jail model in spring due to A/Sgt A/Station NCO role.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 25 - 52



INTERVIEW LOG - INVESTIGATION DIVISION

INVESTIGATION DIVISION REPORTING POSITIONS
 

Jail
  Sergeant

 

Vice Drugs Section

  Inspector (Dave Nelmes)
Crime Stoppers

  Sergeant
 

Drug Unit
  Sergeant

 

  Constable
 

  Constable Intel Coordinator
 

Vice Unit
  Sergeant

 

  Constable

Are there positions in the Vancouver Police Department that you 
believe are suitable as an accommodated position?

Are there positions in the Vancouver Police Department 
that you believe are suitable as a developmental 
position?

Are there positions within your section that you believe are suitable as an 
accommodated position?

Are there positions within your section that you believe are suitable as a 
developmental position?

Sergeant - Crime Stoppers only.
Yes. If the member has the necessary investigative skills.  The Sergeant Vice 
and Sergeant Drugs would/could be suitable.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 26 - 52



INTERVIEW LOG - OPERATIONS SUPPORT DIVISION

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, 
experience or credibility of a 
sworn police officer required to
fulfill the duties  of the 
position?

Can the requirements of 
the position be fulfilled by
a specially trained 
civilian? Comments

OPERATIONS SUPPORT DIVISION REPORTING POSITIONS
Deputy Chief's Office

  Deputy Chief Constable (Max Chalmers) 24-Nov-05 14:00 5 E. 8th Sgt. Weeks C. Griffiths
   Executive Assistant 24-Nov-05 14:00 5 E. 8th Sgt. Weeks C. Griffiths No No Yes  - Exempt position.

  Inspector (Rob Rothwell) 24-Nov-05 14:00 5 E. 8th Sgt. Weeks C. Griffiths Yes N/A N/A
 Yes N/A N/A

  Inspector (John de Haas) 24-Nov-05 14:00 5 E. 8th Sgt. Weeks C. Griffiths Yes N/A N/A
 Yes N/A N/A

  Inspector (Steve Sweeney) 24-Nov-05 14:00 5 E. 8th Sgt. Weeks C. Griffiths Yes N/A N/A
 Yes N/A N/A

  Inspector (Dean Robinson) 24-Nov-05 14:00 5 E. 8th Sgt. Weeks C. Griffiths Yes N/A N/A
 Yes N/A N/A

A/Inspector (Doug Fisher) 24-Nov-05 14:00 5 E. 8th Sgt. Weeks C. Griffiths Yes N/A N/A
 Yes N/A N/A

  Inspector (Warren Lemcke) 24-Nov-05 14:00 5 E. 8th Sgt. Weeks C. Griffiths No No¹ Yes

¹ - Very helpful though. Note: This is not an authorized position and is
being filled on a temporary basis for ongoing facilities project work. 
This Inspector is actually assigned to the fifth Car 10 Duty Officer 
position.

  Inspector (Al Niedtner) 24-Nov-05 14:00 5 E. 8th Sgt. Weeks C. Griffiths No Yes N/A
CRIMINAL INTELLIGENCE SECTION  

  Inspector (Rob Rothwell) 29-Nov-05 13:00 5 E. 8th Sgt. Palmer C. Griffiths

  -Invest Martin Bruce Seconded national weapons enforcement 
(second). - INSET - seconded- National Security. -1 Second 2 On 
loan - Good working relationship. - Tenure will bring in fresh people 
as investigator.  - Can make exceptions (eg. OMG Sgt.) - Just lost 
Surv. Team to T.S.S.  - Looking to add a Counter Terrorism Unit 
with Sgt. PC, and Analyst.  - See value in I.D'ing positions for 
returning sworn to operations.

   Special Administrator Covert Affairs 29-Nov-05 13:00 5 E. 8th Sgt. Palmer C. Griffiths No No Yes

  -Keeps the books.  - Pays the bills - Covert business run out of CIS.  
- Supervises clerical staff (currently have 1 working but have 2 
positions).

 No No Yes

  Special Constable (Senior Tactical/Strategic Intelligence 29-Nov-05 13:00 5 E. 8th Sgt. Palmer C. Griffiths Yes¹ N/A N/A

¹ - I believe so.  - Provide analysis used by L.E. for warrants to obtain 
wire.  - Tact & strategic analysis Intel.  - National threat assessment.  -
Both Ryan & Jill have JIBC Academy training.  - Believed to be Block
1.

 Investigation Unit
   Sergeant 29-Nov-05 13:00 5 E. 8th Sgt. Palmer C. Griffiths Yes N/A N/A   - Strictly a police function.

 Yes N/A N/A

   Constable 29-Nov-05 13:00 5 E. 8th Sgt. Palmer C. Griffiths Yes N/A N/A   - Similar as Sgt.
 Yes N/A N/A

 OMG Unit

   Sergeant 29-Nov-05 13:00 5 E. 8th Sgt. Palmer C. Griffiths Yes¹ N/A N/A
¹ - Definitely.     - Yes required police powers.  Recognized expert on 
OMG gangs in court.

 Yes N/A N/A

   Constable 29-Nov-05 13:00 5 E. 8th Sgt. Palmer C. Griffiths Yes N/A N/A   -Investigative Position.
 Yes N/A N/A

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 27 - 52    



INTERVIEW LOG - OPERATIONS SUPPORT DIVISION

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, 
experience or credibility of a 
sworn police officer required to
fulfill the duties  of the 
position?

Can the requirements of 
the position be fulfilled by
a specially trained 
civilian? Comments

OPERATIONS SUPPORT DIVISION REPORTING POSITIONS
 Source Handling Unit

   Sergeant 29-Nov-05 13:00 5 E. 8th Sgt. Palmer C. Griffiths Yes¹ N/A N/A

¹ It does.  - Also an audit role built in. - Require Sgt. to handle source 
assets & payments. - Level of authority required to rest of 
organization to deal with source handling issues.

 Yes N/A N/A

   Constable 29-Nov-05 13:00 5 E. 8th Sgt. Palmer C. Griffiths Yes¹ N/A N/A
¹- I believe it does. - Involved in investigations & handling sources.  - 
Mentors investigative techniques & issues.

YOUTH SERVICES SECTION

  Inspector (John de Haas)  

   Intelligence Coordinator 15-Nov-05 10:00 5 E. 8th Sgt. Weeks V. Chin No No¹ Yes
¹ - Issue can be credibility. Civilians at times have difficulty obtaining 
information directly from other agencies.

 Youth Services Unit
   Sergeant 15-Nov-05 10:00 5 E. 8th Sgt. Weeks V. Chin Yes¹ N/A N/A ¹ - Absolutely

 Yes N/A N/A

   Constable 15-Nov-05 10:00 5 E. 8th Sgt. Weeks V. Chin Yes N/A N/A
 Yes N/A N/A

   Constable Youth Referral Coordinator 15-Nov-05 10:00 5 E. 8th Sgt. Weeks V. Chin No No Yes¹

¹ - This position would be enhanced by a specially trained civilian.  
They would bring additional valuable skills, knowledge, abilities and 
experience.

  Constable Car 86 13-Dec-05 12:30 By Phone Sgt. Weeks Yes¹ N/A N/A ¹ - Seizing children, etc
 Yes N/A N/A

  Constable Car 87 13-Dec-05 12:30 By Phone Sgt. Weeks Yes¹ N/A N/A ¹ - Mental Health Act arrest, etc.
 Yes N/A N/A

  Constable Car 278 13-Dec-05 12:30 By Phone Sgt. Weeks Yes¹ N/A N/A ¹ - Enforces laws relating to youth, etc.
 Yes N/A N/A

 Gang Crime Unit
   Sergeant 15-Nov-05 10:00 5 E. 8th Sgt. Weeks V. Chin Yes¹ N/A N/A ¹ - Absolutely

 Yes N/A N/A

   Constable 15-Nov-05 10:00 5 E. 8th Sgt. Weeks V. Chin Yes¹ N/A N/A ¹ - Absolutely
 Yes N/A N/A

 School Liaison Unit
   Sergeant 15-Nov-05 10:00 5 E. 8th Sgt. Weeks V. Chin Yes¹ N/A N/A ¹ - Has to be.

 Yes N/A N/A

   Constable Yes N/A N/A
 Yes N/A N/A

EMERGENCY AND OPERATIONAL PLANNING SECTION

  Inspector (Steve Sweeney) 23-Nov-05 9:30 5 E. 8th Sgt. Weeks
   Civilian Emergency Planner 23-Nov-05 9:30 5 E. 8th Sgt. Weeks  No No Yes  - Highly recommend this position remain a civilian position.

 No No Yes

 Operational Planning Unit

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 28 - 52    



INTERVIEW LOG - OPERATIONS SUPPORT DIVISION

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, 
experience or credibility of a 
sworn police officer required to
fulfill the duties  of the 
position?

Can the requirements of 
the position be fulfilled by
a specially trained 
civilian? Comments

OPERATIONS SUPPORT DIVISION REPORTING POSITIONS

   Sergeant 23-Nov-05 9:30 5 E. 8th Sgt. Weeks Yes N/A N/A
 - Specialized police enforcement and planning role.  Need 
understanding of large amounts of legislation.  An operation position.

 No Yes N/A

   Constable Traffic Authority Coordinator 23-Nov-05 9:30 5 E. 8th Sgt. Weeks Yes¹ No² Yes

¹-Does require same law enforcement powers relating to traffic 
enforcement. ²-Not required, but are a nice to have more for the 
credibility of the program.  -Traffic authority casuals are sometimes 
involved in a trial or testing period by recruiting. A police officer in 
this position adds validity to any assessment.

 No Yes N/A

   Constable Event Planner 23-Nov-05 9:30 5 E. 8th Sgt. Weeks Yes¹ Yes² No

 - Same comments as Sergeant Operational Planning.¹ - Are 
operational and often supervisory during events. ² - At all meetings 
thay attend they are representing the police dept. and the police point 
of view.

 No Yes N/A

   Constable Threat Assessment 23-Nov-05 9:30 5 E. 8th Sgt. Weeks Yes¹ N/A N/A

¹- Absolutely. Sworn intell additional security clearance from CSIS.  - 
Have to have a through knowledge of FOI legislation along with 
investigative experience and interview skills.

 Yes N/A N/A

 Forensic Video Squad

   Constable 23-Nov-05 9:30 5 E. 8th Sgt. Weeks No Yes¹ Yes²

¹/² - One position should be a police officer. Currently 2 positions (1 
sworn and 1 civillian) may go to 4.  No need for more than 1 police 
officer.

   Civilian Analyst 23-Nov-05 9:30 5 E. 8th Sgt. Weeks No No Yes
 - Position is responsible for continuity of exhibits and basic technical 
processes.

   Civilian Forensic Video Analyst 23-Nov-05 9:30 5 E. 8th Sgt. Weeks No No Yes  - See comments for Constable Forensic Video.
 No No Yes

EMERGENCY RESPONSE SECTION

  Inspector (Dean Robinson) 15-Nov-05 11:00 5 E. 8th Sgt. Weeks V. Chin
 Emergency Response Team
   Sergeant 15-Nov-05 11:00 5 E. 8th Sgt. Weeks V. Chin Yes N/A N/A

 Yes N/A N/A

   Training Sergeant 15-Nov-05 11:00 5 E. 8th Sgt. Weeks V. Chin Yes¹ N/A N/A ¹ - They are operational but strongly tied to administration.
 Yes N/A N/A

   Constable 15-Nov-05 11:00 5 E. 8th Sgt. Weeks V. Chin Yes N/A N/A
 Yes N/A N/A

 Dog Squad
   Sergeant 15-Nov-05 11:00 5 E. 8th Sgt. Weeks V. Chin Yes¹ N/A N/A ¹ -  Operational and primary administration functions.

 Yes N/A N/A

   Constable 15-Nov-05 11:00 5 E. 8th Sgt. Weeks V. Chin Yes N/A N/A
 Yes N/A N/A

   Kennel Attendant 15-Nov-05 11:00 5 E. 8th Sgt. Weeks V. Chin No No Yes¹ ¹ - Always has been.
 No No Yes

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 29 - 52    



INTERVIEW LOG - OPERATIONS SUPPORT DIVISION

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, 
experience or credibility of a 
sworn police officer required to
fulfill the duties  of the 
position?

Can the requirements of 
the position be fulfilled by
a specially trained 
civilian? Comments

OPERATIONS SUPPORT DIVISION REPORTING POSITIONS
TACTICAL SUPPORT SECTION

 A/ Inspector (Doug Fisher ) 23-Nov-05 11:00 5 E. 8th Sgt. Palmer V. Chin
  -Minimums are 8 (E.g.. DNA collection /lifestyle). - Rolling armed 
targets are 10. - Depends on nature of target.

 Strike Force Unit
   Sergeant 23-Nov-05 11:00 5 E. 8th Sgt. Palmer V. Chin Yes¹ N/A N/A ¹ - Powers of arrest

 Yes N/A N/A

  Constable 23-Nov-05 11:00 5 E. 8th Sgt. Palmer V. Chin Yes N/A N/A  - Same as Sgt
 Yes N/A N/A

   Constable Coordinator 23-Nov-05 11:00 5 E. 8th Sgt. Palmer V. Chin Yes¹ N/A N/A

¹ - They fill in on team. - Beyond which perform investigations. 
Sensitive info.from other depts including RCMP.  - Need for 2 now as 
it has gone from 2 Squads to 4 Squads. Previous spot as coordinator 
for CSU is now trainer for S.F.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 30 - 52    



INTERVIEW LOG - OPERATIONS SUPPORT DIVISION

OPERATIONS SUPPORT DIVISION REPORTING POSITIONS
Deputy Chief's Office

  Deputy Chief Constable (Max Chalmers)
   Executive Assistant

  Inspector (Rob Rothwell)
 

  Inspector (John de Haas)
 

  Inspector (Steve Sweeney)
 

  Inspector (Dean Robinson)
 

A/Inspector (Doug Fisher)
 

  Inspector (Warren Lemcke)
  Inspector (Al Niedtner)

CRIMINAL INTELLIGENCE SECTION  

  Inspector (Rob Rothwell)

   Special Administrator Covert Affairs
 

  Special Constable (Senior Tactical/Strategic Intelligence

 Investigation Unit
   Sergeant

 

   Constable
 

 OMG Unit

   Sergeant
 

   Constable
 

Are there positions in the Vancouver Police Department that you 
believe are suitable as an accommodated position?

Are there positions in the Vancouver Police 
Department that you believe are suitable as a 
developmental position?

Are there positions within your section that you believe are 
suitable as an accommodated position?

Are there positions within your section that you believe 
are suitable as a developmental position?

TRT, Station NCO, Jail NCO, Forensic Video, CIS - Source 
Handling,  Ops Division Readers, Threat Assessment Unit, Crime 
Stoppers.

Planning and Research - Very Valuable. Human 
Resources, IIS.

No Specific position.  - Could create positions.  - Positions 
assisting source handling Sgt. - Police Officer had heart 
problems - accommodated in that case.  But not a long-
term accommodation. - Could find work for accommodated 
people as freebies if presented, lots of work to do.

They all are. - Investigative positions for people 
entering the investigative area.  - Nothing for civilians
to develop (too few civilians)

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 31 - 52    



INTERVIEW LOG - OPERATIONS SUPPORT DIVISION

OPERATIONS SUPPORT DIVISION REPORTING POSITIONS
 Source Handling Unit

   Sergeant
 

   Constable
YOUTH SERVICES SECTION

  Inspector (John de Haas)  

   Intelligence Coordinator

 Youth Services Unit
   Sergeant

 

   Constable
 

   Constable Youth Referral Coordinator
  Constable Car 86

 

  Constable Car 87
 

  Constable Car 278
 

 Gang Crime Unit
   Sergeant

 

   Constable
 

 School Liaison Unit
   Sergeant

 

   Constable
 

EMERGENCY AND OPERATIONAL PLANNING SECTION

  Inspector (Steve Sweeney)
   Civilian Emergency Planner

 

 Operational Planning Unit

Are there positions in the Vancouver Police Department that you 
believe are suitable as an accommodated position?

Are there positions in the Vancouver Police 
Department that you believe are suitable as a 
developmental position?

Are there positions within your section that you believe are 
suitable as an accommodated position?

Are there positions within your section that you believe 
are suitable as a developmental position?

School Liaison is at times an accommodation position.  It 
depends on the reason for the accommodation.

All are specialty squads.  Gang Crime is helpful for 
the organized crime area.  All could be developmental
depending on the needs of the individual and future 
assignments.

Threat Assessment members can be accommodated 
positions. The Traffic Authority can as well.

Both Operational Planner and the Sergeant can be 
developmental.  These positions develop skills that 
are significant and unique and address appropriate 
dimensions within the promotional competition.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 32 - 52    



INTERVIEW LOG - OPERATIONS SUPPORT DIVISION

OPERATIONS SUPPORT DIVISION REPORTING POSITIONS

   Sergeant
 

   Constable Traffic Authority Coordinator
 

   Constable Event Planner
 

   Constable Threat Assessment
 

 Forensic Video Squad

   Constable

   Civilian Analyst
   Civilian Forensic Video Analyst

 

EMERGENCY RESPONSE SECTION

  Inspector (Dean Robinson)
 Emergency Response Team
   Sergeant

 

   Training Sergeant
 

   Constable
 

 Dog Squad
   Sergeant

 

   Constable
 

   Kennel Attendant
 

Are there positions in the Vancouver Police Department that you 
believe are suitable as an accommodated position?

Are there positions in the Vancouver Police 
Department that you believe are suitable as a 
developmental position?

Are there positions within your section that you believe are 
suitable as an accommodated position?

Are there positions within your section that you believe 
are suitable as a developmental position?

The only one would be the kennel attendant.

Training Sergeant position would be. Maybe a S/Sgt 
position.  Other organizations have S/Sgts in this 
position.  Job profile may be expanded.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 33 - 52    



INTERVIEW LOG - OPERATIONS SUPPORT DIVISION

OPERATIONS SUPPORT DIVISION REPORTING POSITIONS
TACTICAL SUPPORT SECTION

 A/ Inspector (Doug Fisher )
 Strike Force Unit
   Sergeant

 

  Constable
 

   Constable Coordinator

Are there positions in the Vancouver Police Department that you 
believe are suitable as an accommodated position?

Are there positions in the Vancouver Police 
Department that you believe are suitable as a 
developmental position?

Are there positions within your section that you believe are 
suitable as an accommodated position?

Are there positions within your section that you believe 
are suitable as a developmental position?

The coordinator position. - e.g.. S.F. member who has 
diabetes could be good fit as coordinator. - No other 
positions.

The Inspector's position. - Also file management and 
MCM in S.F. from an investigators point of view. We
turn people out who become good investigators 
(MCS, CFSEU, IGTF).  Helps you go somewhere 
afterwards.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 34 - 52    



INTERVIEW LOG - SUPPORT SERVICES DIVISION

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, experience or 
credibility of a sworn police officer 
required to fulfill the duties  of the 
position?

Can the requirements of the
position be fulfilled by a 
specially trained civilian? Comments

SUPPORT SERVICES DIVISION REPORTING POSITIONS  

Deputy Chief Constable (Jim Chu) 1-Dec-05 14:30 2120 Sgt. Palmer C. Griffiths

   Facilities - Warren Lemcke - Planning and Property Office.  
We need a coordinator position (new civilian position) to deal 
with day to day facility issues (desks etc..) Clyde Hosein CoV 
facilities - could be a shared service with VPD and CoV. 
Answer to city for day to day component. Insp. more in 
planning capacity.

   Executive Assistant 1-Dec-05 14:30 2120 Sgt. Palmer C. Griffiths No No Yes
 No No Yes

  Inspector (Bob Huston) 1-Dec-05 14:30 2120 Sgt. Palmer C. Griffiths No¹ Yes² N/A

¹ - Probably not. - See #2; expert evidence in court. ² - Force 
options reports to him may have to give expert evidence. Need 
Police Officer experience for this. Have to order people to do 
things. - Managing people at recruit level. - Also Force Options 
Training issues. - Supervises background investigations on 
recruits. - Needs to be a sworn Police Officer.

 Yes N/A N/A

  Inspector (Ted Schinbein) 1-Dec-05 14:30 2120 Sgt. Palmer C. Griffiths No Yes¹ N/A

¹ - Maybe. - Sworn Police Officer manager is preferred view. - 
We had a Civilian Manager before (Alex Musales) - Problems.  -
Had problems with Collective Agreement issues. Bob Rich took 
over spot. - Need organizational history.  - Translate problems 
into organizational context.  - Organizational  knowledge 
needed.  - Louis Odendaal is second in charge. - Would cost 
more for Civilian than Insp $.  - Police specific issues dealing 
with members careers  Need right police guy to help career 
paths.  - Get people with sensitive issues (debt/stress). - Need 
sworn person to deal with.  - If not a sworn officer than some 
work would be transferred up to DCC Level.

 Yes N/A N/A

  Inspector (Daryl Wiebe) 1-Dec-05 14:30 2120 Sgt. Palmer C. Griffiths No No¹ Yes²

 ¹ - Maybe.  - Lean towards No. Some deals with policy.   - 
Civilian would take a long time to get up to speed.  - Police 
experience helps on policy side.  - On Planning Side a civilian 
could be better. - Had PhD from  Cornell (Jean Lee) there in 
past.  - Became glorified proof reader.  - Could groom the right 
people for the position. Bring up existing staff.  - Hard to find 
on open market.  - Manager has to also be able to turn work 
away.  - Would like to see one of our civilians move over there.

 No No Yes

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 35 - 52 



INTERVIEW LOG - SUPPORT SERVICES DIVISION

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, experience or 
credibility of a sworn police officer 
required to fulfill the duties  of the 
position?

Can the requirements of the
position be fulfilled by a 
specially trained civilian? Comments

SUPPORT SERVICES DIVISION REPORTING POSITIONS  

  Inspector (Jess Ram) 1-Dec-05 14:30 2120 Sgt. Palmer C. Griffiths No Yes¹ N/A

¹ - Knowledge of police manager level competency.  - Dispatch 
policy. Police Manager experience makes operational decisions.  
Also includes fleet. - Financial Planning issues civilian would be 
good at. - Need operational experience to make purchasing 
decisions.  Mostly because of dispatch policy.  - E-Comm is also
civilians; so they need a Police Officer to go to.

 Yes N/A N/A

  Civilian Director (Warwick Wright) 1-Dec-05 14:30 2120 Sgt. Palmer C. Griffiths No No Yes  - Going well.  - Bright guy. - 2 i/c Nancy Eng, Both C.A.s
 No No Yes

  Civilian Director (Iris Romanuik) 1-Dec-05 14:30 2120 Sgt. Palmer C. Griffiths No No Yes
 - We've had sworn officers do this in the past & it didn't work.  
We can groom in-house people below her for succession.

 No No Yes

  Civilian IT Manager (Kathy Wunder) 1-Dec-05 14:30 2120 Sgt. Palmer C. Griffiths No No Yes

 -  Had civilian then used Kevin Mc Quiggin in interim.  - Then 
went back to Civilian Manager which is our preference.  - Other 
issue "Enhanced Security Checks" limits some people.

 Yes N/A N/A

TRAINING/RECRUITING SECTION

  Inspector (Bob Huston) 28-Nov-05 13:00 2120 Sgt. Weeks
 Recruiting Unit
   Sergeant 28-Nov-05 13:00 2120 Sgt. Weeks Yes N/A N/A

 Yes N/A N/A

   Constable 28-Nov-05 13:00 2120 Sgt. Weeks Yes N/A N/A
 No Yes N/A

 Education & Training Unit

   Sergeant 28-Nov-05 13:00 2120 Sgt. Weeks No Yes N/A

 - Oversees all training and training needs for our junior 
department. Know the training needs that are required based on 
policing experience.

 Yes N/A N/A

   Constable 28-Nov-05 13:00 2120 Sgt. Weeks No Yes N/A  - (see comments for Sergeant - Similar reason.)
 No Yes N/A

   Civilian Fitness Coordinator 28-Nov-05 13:00 2120 Sgt. Weeks No No Yes
 - Over roughly 10 years this position has been successfully filled
by several civilians.

 No No Yes

 Force Options Training Unit

   Sergeant 28-Nov-05 13:00 2120 Sgt. Weeks No Yes¹ N/A

¹ - Absolutely critical to have the skills and experience that can 
only be gained by police officers.  - The expertise required in all 
aspects of the use of force is critical.

 Yes N/A N/A

   Constable 28-Nov-05 13:00 2120 Sgt. Weeks No Yes N/A  - Same as for a Sgt but at a slightly different level.
 No Yes N/A

HUMAN RESOURCES SECTION

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 36 - 52 



INTERVIEW LOG - SUPPORT SERVICES DIVISION

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, experience or 
credibility of a sworn police officer 
required to fulfill the duties  of the 
position?

Can the requirements of the
position be fulfilled by a 
specially trained civilian? Comments

SUPPORT SERVICES DIVISION REPORTING POSITIONS  

  Inspector (Ted Schinbein) 1-Dec-05 12:30 2120 Sgt. Weeks
   Civilian HR Assistant 1-Dec-05 9:00 2120 Sgt. Weeks No No Yes

 No No Yes

   Civilian Business Analyst 1-Dec-05 12:30 2120 Sgt. Weeks No No Yes
 No No Yes

 Employee Relation Unit
   Labour Relations Advisor (Civilian) 1-Dec-05 12:30 2120 Sgt. Weeks No No Yes

 No No Yes

   Sergeant - Employee Services 1-Dec-05 12:30 2120 Sgt. Weeks Yes N/A N/A
  - As the job is currently performed law enforcement powers, 
use of force and carrying a firearm is all required.

 Yes N/A N/A

   Sergeant - Attendance Management 1-Dec-05 12:30 2120 Sgt. Weeks No Yes¹ N/A

¹ - Full understanding what Police Officers do and discussing 
return to work.   - Sgt's rank adds an authority component and is 
important relating to employees, WCB, pension, etc.

 No Yes N/A

   Sergeant - Labour Relations 1-Dec-05 12:30 2120 Sgt. Weeks No¹ Yes² N/A

¹- Unless there is some statutory requirement relating to a non-
police officer investigating a Police Officer. ²- Practically of 
investigation and the credibility required to investigate. 

 No Yes N/A

   Civilian WCB Liaison 1-Dec-05 12:30 2120 Sgt. Weeks No No Yes
 No No Yes

   Corporal (WSE)  Safety and Health 1-Dec-05 12:30 2120 Sgt. Weeks No Yes N/A
 No No Yes

   Civilian Safety and Health 1-Dec-05 12:30 2120 Sgt. Weeks No No Yes
 No No Yes

 Civilian Services Unit
   Civilian HR Advisor 1-Dec-05 12:30 2120 Sgt. Weeks No No Yes

 No No Yes

   Civilian Auxiliary Placement 1-Dec-05 12:30 2120 Sgt. Weeks No No Yes
 No No Yes

   Civilian HR Assistant 1-Dec-05 12:30 2120 Sgt. Weeks No No Yes
 No No Yes

 Assignments & Transfers
   Sergeant - Assignments and Transfers 1-Dec-05 12:30 2120 Sgt. Weeks No Yes N/A

 No Yes N/A

 Career Development Unit
   Sergeant - Career Development 1-Dec-05 12:30 2120 Sgt. Weeks No Yes N/A

 Yes N/A N/A

   Civilian - Performance Management 1-Dec-05 12:30 2120 Sgt. Weeks No No Yes
 No No Yes

 Security Officer
   Sergeant - Departmental Security Officer 1-Dec-05 12:30 2120 Sgt. Weeks No Yes N/A

 Yes N/A N/A

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 37 - 52 



INTERVIEW LOG - SUPPORT SERVICES DIVISION

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, experience or 
credibility of a sworn police officer 
required to fulfill the duties  of the 
position?

Can the requirements of the
position be fulfilled by a 
specially trained civilian? Comments

SUPPORT SERVICES DIVISION REPORTING POSITIONS  
   Civilian - Security Officer 1-Dec-05 12:30 2120 Sgt. Weeks No No Yes

 No No Yes

 Payroll Unit
   Civilian - Supervisor 1-Dec-05 12:30 2120 Sgt. Weeks No No Yes

 No No Yes

   Civilian - Payroll 1-Dec-05 12:30 2120 Sgt. Weeks No No Yes
 No No Yes

   Civilian - Time Entry 1-Dec-05 12:30 2120 Sgt. Weeks No No Yes
 No No Yes

 Labour Investigator
   Sergeant 1-Dec-05 12:30 2120 Sgt. Weeks Yes¹ N/A N/A ¹- Statutory Requirements. 

 Yes N/A N/A

PLANNING & RESEARCH SECTION

  Inspector (Daryl Wiebe)  25-Nov-05 12:00 2120 Sgt. Palmer
   Civilian Research Assistant 25-Nov-05 12:00 2120 Sgt. Palmer No No Yes

 No No Yes

 Organizational Planning Unit

   Sergeant 25-Nov-05 12:00 2120 Sgt. Palmer No Yes No¹

¹- I , don't think so.   - Same as Research  & Policy Unit Sgt.  - 
Need sworn credibility.  - Civilians channel work through sworn 
oversight to ensure theoretical planning issues are practical for 
organization.

 No Yes No

    Civilian Planning and Policy Advisor 25-Nov-05 12:00 2120 Sgt. Palmer No No Yes  - Specially trained civilians needed in these areas.
 No No Yes

   Civilian Planning Analyst 25-Nov-05 12:00 2120 Sgt. Palmer No No Yes  - Same as advisor position.
 No No Yes

 Research & Policy Unit

   Sergeant 25-Nov-05 12:00 2120 Sgt. Palmer No Yes No
 - Can't be filled with civilian.  - Credibility issue in P&R; need 
sworn staff as well to meet demands of organizational culture.

 Yes N/A N/A

   Constable 25-Nov-05 12:00 2120 Sgt. Palmer No Yes N/A¹

¹ - Could be if 2 were still sworn & 1 became civilian. (see 
comments below).  - 3 Constables. Currently . - Same reasons as
outlined as for the Sgt. You could possibly eliminate 1 Police 
Officer position so you had 2 sworn members and a specially 
trained civilian. It would be best filled with a specialized trained 
civilian such as a retired Mounties with L.E. experience. - 
Upside to 3, with people being away on leave, about 20 weeks a 
year are lost therefore 3 is a good number right now to cover off 
the sworn requirements.

 No No Yes

  Civilian  Research and Policy Advisor 25-Nov-05 12:00 2120 Sgt. Palmer No No Yes
 - It could be filled with a sworn person but you won't find 
someone with the qualifications very often.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 38 - 52 



INTERVIEW LOG - SUPPORT SERVICES DIVISION

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, experience or 
credibility of a sworn police officer 
required to fulfill the duties  of the 
position?

Can the requirements of the
position be fulfilled by a 
specially trained civilian? Comments

SUPPORT SERVICES DIVISION REPORTING POSITIONS  
 No No Yes

  Civilian  Research Analyst 25-Nov-05 12:00 2120 Sgt. Palmer No No Yes
 No No Yes

COMMUNICATIONS SECTION

  Inspector (Jess Ram) 30-Nov-05 10:00 2120 Sgt. Palmer

    Sergeant 30-Nov-05 10:00 2120 Sgt. Palmer Yes¹ Yes² N/A

¹ - He is doing investigations of members and their responses.  - 
Also 2 i/c for Insp. Decision making ability. - Needs authority. ² 
Yes- See above. - Overall knowledge of laptops, PRIME, cars. - 
People work as a team.  - Culture of helping one another.

 Yes N/A N/A

    Sergeant -  PRIME 30-Nov-05 10:00 2120 Sgt. Palmer No Yes¹ N/A
¹ - Investigative background & integral knowledge of how 
investigations are conducted & relation to PRIME.

 No Yes N/A

   Constable - PRIME (CAD Support) 30-Nov-05 10:00 2120 Sgt. Palmer No Yes¹ N/A

¹ -  Similar to PRIME position.  - Day to day application of 
CAD & meetings at MMD (Mainland Municipal Dept.) for 
representation.

 No Yes N/A

   Civilian Telecommunications Coordinator 30-Nov-05 10:00 2120 Sgt. Palmer No No Yes
 No No Yes

 Telephone Response Team

   Sergeant 30-Nov-05 10:00 2120 Sgt. Palmer Yes¹ N/A N/A
¹ - You are clearing calls.  - Directing units to do things, need 
the authority. - Oversee complaints over members responsible.

 Yes N/A N/A

   Constable 30-Nov-05 10:00 2120 Sgt. Palmer No Yes¹ N/A

¹ - See below.  - Determine nature of call. - Determine if needs 
police attendance.  - Determine if police follow up needs to be 
done.  - Could possibly be a retired policeman.

 No No Yes

 Fleet Services

   Civilian Manger (Sergeant) 30-Nov-05 10:00 2120 Sgt. Palmer No Yes¹ N/A²

¹ However , If you had the right civilian position (ex - RCMP or 
similar with police fleet experience) it could work. ² - See above
  - Better relationship with COV EQS ( Equipment Services) 
now with sworn. - Better fleet - more ownership of vehicles. -  
Previous civilian left such a bad taste in everyone's mouth. We 
brought in someone with credibility to fix things up. If we found 
a civilian who wants to stay & is qualified it would work. - User 
confidence has greatly improved with sworn member in 
position.Note: This is currently an authorized civilian position.

 No No Yes

   Civilian Supervisor 30-Nov-05 10:00 2120 Sgt. Palmer No No Yes
 No No Yes

   Civilian Lead Attendant 30-Nov-05 10:00 2120 Sgt. Palmer No No Yes

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 39 - 52 



INTERVIEW LOG - SUPPORT SERVICES DIVISION

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, experience or 
credibility of a sworn police officer 
required to fulfill the duties  of the 
position?

Can the requirements of the
position be fulfilled by a 
specially trained civilian? Comments

SUPPORT SERVICES DIVISION REPORTING POSITIONS  
FINANCIAL SERVICES SECTION
  Civilian Director (Warwick Wright) 10-Nov-05 12:00 2120 Sgt. Weeks C. Griffiths
   Executive Assistant 10-Nov-05 12:00 2120 Sgt. Weeks C. Griffiths No No Yes

 No No Yes

   Civilian Manager - Controller 10-Nov-05 12:00 2120 Sgt. Weeks C. Griffiths No No Yes
 No No Yes

   Civilian Manager - Financial Analysis 10-Nov-05 12:00 2120 Sgt. Weeks C. Griffiths No No Yes
 No No Yes

  Civilian Financial Analyst 10-Nov-05 12:00 2120 Sgt. Weeks C. Griffiths No No Yes
 No No Yes

   Civilian Senior Budget Analyst 10-Nov-05 12:00 2120 Sgt. Weeks C. Griffiths No No Yes
 No No Yes

   Accounts Payable 13-Dec-05 14:00 By Phone Sgt. Weeks No No Yes
 No No Yes

   Accounts Receivable 13-Dec-05 14:00 By Phone Sgt. Weeks No No Yes
 No No Yes

   Travel and Training 13-Dec-05 14:00 By Phone Sgt. Weeks No No Yes
 No No Yes

POLICE STORES  
Civilian Manager (Jim Lloyd)  8-Nov-05 14:00 2120 Sgt. Weeks

   Civilian Storekeeper 8-Nov-05 14:00 2120 Sgt. Weeks No¹ No Yes ¹ - Required to handle firearms (Designated agent for dept.).
 No No Yes

  Civilian Storeworker 8-Nov-05 14:00 2120 Sgt. Weeks No¹ No Yes ¹ - Required to handle firearms (Designated agent for dept.).
 No No Yes

INFORMATION MANAGEMENT SECTION

  Civilian Director (Iris Romanuik) 16-Nov-05 10:00 312 Sgt. Palmer V. Chin
  Administrative Assistant 16-Nov-05 10:00 312 Sgt. Palmer V. Chin No No Yes    - Formerly an exempt position  - Clerical

 No No Yes

  Systems Administrator 16-Nov-05 10:00 312 Sgt. Palmer V. Chin No No Yes¹
¹ - Absolutely.  - An admin. position very specialized in nature. 
Requires consistency throughout.

 No No Yes

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 40 - 52 



INTERVIEW LOG - SUPPORT SERVICES DIVISION

Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, experience or 
credibility of a sworn police officer 
required to fulfill the duties  of the 
position?

Can the requirements of the
position be fulfilled by a 
specially trained civilian? Comments

SUPPORT SERVICES DIVISION REPORTING POSITIONS  

  Manager - CPIC Transcription/Court Liaison/ I&P 
(Volker Helmuth) 16-Nov-05 10:00 312 Sgt. Palmer V. Chin No¹ No Yes

¹ -  Not that specific position.  - Legal background required on 
admin. Things. Peace officer status I'd as requirement for crown 
liaison now. Need I.D. of job, training, skills, special application 
& oath & records clearance.  Swearing of info's & tele-bail bail 
needs Police Officer status. - Document services most 
accommodate & pre-recruits doing the swearing right now. - 
Need to swear in whole Crown Liaison Unit with Police Officer 
status (Due to shift work) on the horizon. - Document services 
could be handle by Civilian staff subpoena's. Do by phone to get 
people to come in wouldn't apply for summons process through 
which needs sworn members getting legal opinion. If possible 
would use retired members in Crown Liaison positions.  Them 
have background knowledge now using crim degree grads in 
these spots.

 No No Yes

  Manager - Quality Control, Records Management & 
Public Service (Donna Marshall-Cope) 16-Nov-05 10:00 312 Sgt. Palmer V. Chin No No Yes¹ ¹ - Absolutely.  - Previously a Civilian Management Position.

 No No Yes

Civilian Manager - Quality Control, Records 
Management & Public Service (Donna Marshall-
Cope) 18-Nov-05 8:00 312 Sgt. Palmer
 Quality Control Unit

  Civilian Supervisor 18-Nov-05 8:00 312 Sgt. Palmer No No Yes
  - It would be detrimental to have someone rotating through the 
position.

 No No Yes

Records Management Unit
  Civilian Supervisor 18-Nov-05 8:00 312 Sgt. Palmer No No Yes

 No No Yes

Public Service Unit

  Civilian Supervisor 18-Nov-05 8:00 312 Sgt. Palmer No No Yes

  - Interesting not having a sworn member when people turn 
themselves in or for disruptive people. People spit & turn 
weapons in about once a month.

 No No Yes

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 41 - 52 
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Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, experience or 
credibility of a sworn police officer 
required to fulfill the duties  of the 
position?

Can the requirements of the
position be fulfilled by a 
specially trained civilian? Comments

SUPPORT SERVICES DIVISION REPORTING POSITIONS  

Civilian Manager - CPIC/ Transcription/ Court 
Liaison/I&P (Volker Helmuth)  22-Nov-05 9:00 312 Sgt. Palmer C. Griffiths

CPIC Management Unit

  Civilian Supervisor 22-Nov-05 9:00 312 Sgt. Palmer C. Griffiths No No Yes
   - It is a highly trained position, comprehensive depth of 
knowledge with CPIC, above that we go to CPIC Ops.

 No No Yes

Transcription Unit
  Civilian Team Leader/CPIC Support Supervisor 22-Nov-05 9:00 312 Sgt. Palmer C. Griffiths No No Yes    - It’s a straight forward civilian /data entry position.

 No No Yes

Court Liaison Unit

  Civilian Supervisor 22-Nov-05 9:00 312 Sgt. Palmer C. Griffiths No No Yes

  - Staff role changing. - Civ. Staff will need to have Police 
Officers powers. - This will be eight civilians that would need 
limited delegations with Police Officer status. - Impediment with
the moment re: security clearance. - Some older employees 
require enhanced security clearances. - Teamsters involved. - In 
discussion with HR. - Other possible options include jail 
personnel doing it if we take over jail in future.

 No No Yes

Information and Privacy Unit
  Coordinator 22-Nov-05 9:00 312 Sgt. Palmer C. Griffiths No No Yes

 No No Yes

  Constable Analyst 22-Nov-05 9:00 312 Sgt. Palmer C. Griffiths No No Yes

  -The benefits of sworn is corporate knowledge, this was huge. -
The contacts with sworn members helpful i.e.: members notes &
file not in RMS. - Purely a bonus; not a requirement. - Police 
Officers brought inside knowledge. - However specially trained 
civilian could have this background through training & 
experience. - Laid out in legislation what I&P requirements 
(FOI) are legally. - Was originally a sworn position/unit under 
Sgt. Bob Rich. - Posted twice recently but no sworn interest. - 
Previous constable found not what they thought policing should 
be, more analyzing records,. - With a civilian you would have 
longer term stability.  - Retired members other P.D.s & Corps. 
Also have qualified people who would apply. - Would likely be a
Clerk 4 spot which would be less than a 1st class PC. 

 No No Yes

INFORMATION TECHNOLOGY SECTION

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 42 - 52 
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Date Time Location Inter#1 Inter#2

Does the position require law 
enforcement powers? (i.e. Powers of 
arrest, use of force, statutory 
requirement, carrying of a firearm)

Are the skills, training, experience or 
credibility of a sworn police officer 
required to fulfill the duties  of the 
position?

Can the requirements of the
position be fulfilled by a 
specially trained civilian? Comments

SUPPORT SERVICES DIVISION REPORTING POSITIONS  

  Civilian IT Manager (Kathy Wunder) 17-Nov-05 15:00 2120 Sgt. Palmer V. Chin
Technical Services Supervisor 17-Nov-05 15:00 2120 Sgt. Palmer V. Chin No No Yes

 No No Yes

Security Specialist 17-Nov-05 15:00 2120 Sgt. Palmer V. Chin No No¹ Yes ¹ - Credibility not a requirement but would be nice.
 No No Yes

Systems Analyst 17-Nov-05 15:00 2120 Sgt. Palmer V. Chin No No Yes
 No No Yes

Training Coordinator 17-Nov-05 15:00 2120 Sgt. Palmer V. Chin No No Yes
 No No Yes

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 43 - 52 
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SUPPORT SERVICES DIVISION REPORTING POSITIONS

Deputy Chief Constable (Jim Chu)
   Executive Assistant

 

  Inspector (Bob Huston)
 

  Inspector (Ted Schinbein)
 

  Inspector (Daryl Wiebe)
 

Are there positions in the Vancouver Police 
Department that you believe are suitable as an
accommodated position?

Are there positions in the Vancouver Police 
Department that you believe are suitable as a 
developmental position?

Are there positions within your section that 
you believe are suitable as an accommodated 
position?

Are there positions within your section 
that you believe are suitable as a 
developmental position?

TRT. - Could put some people in civilian 
spots and eat the differential.  But would be 
a problem with the Teamsters. TRT should 
be 1st spot for accommodated people. - 
Helps operational people on the road. If we 
eliminate all these positions to civilians then, 
what do we do with all the accommodated 
people.

Yes - P&R  -HR  - Training - Communications - 
Finance (don't have one right now). P&R/CAU 
Turf situation with Ops. - Efficiencies to be 
gained with civilianization & possibly combining 
with P&R.  - Fleet Supervisor Use operational 
knowledge. - Authority to give people discipline. -
Own damage is down.  * Need to develop 
civilians career  paths so they can develop & move
up. - If we had someone who may be a DCC or 
Supt. could put in there (Finance) for 1 yr to get 
financial experience.  - P&R has a past  history of 
developing leaders. Learn more about broad 
knowledge of VPD.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 44 - 52 
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SUPPORT SERVICES DIVISION REPORTING POSITIONS

  Inspector (Jess Ram)
 

  Civilian Director (Warwick Wright)
 

  Civilian Director (Iris Romanuik)
 

  Civilian IT Manager (Kathy Wunder)
 

TRAINING/RECRUITING SECTION

  Inspector (Bob Huston)
 Recruiting Unit
   Sergeant

 

   Constable
 

 Education & Training Unit

   Sergeant
 

   Constable
 

   Civilian Fitness Coordinator
 

 Force Options Training Unit

   Sergeant
 

   Constable
 

HUMAN RESOURCES SECTION

Are there positions in the Vancouver Police 
Department that you believe are suitable as an
accommodated position?

Are there positions in the Vancouver Police 
Department that you believe are suitable as a 
developmental position?

Are there positions within your section that 
you believe are suitable as an accommodated 
position?

Are there positions within your section 
that you believe are suitable as a 
developmental position?

Most of the positions in Section could be 
filled by an accommodated person 
depending on the reason for the 
accommodation.

Training section positions in particular 
are very good developmental positions.  
Same with Recruiting if looking to gain 
investigative experience.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 45 - 52 
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SUPPORT SERVICES DIVISION REPORTING POSITIONS

  Inspector (Ted Schinbein)
   Civilian HR Assistant

 

   Civilian Business Analyst
 

 Employee Relation Unit
   Labour Relations Advisor (Civilian)

 

   Sergeant - Employee Services
 

   Sergeant - Attendance Management
 

   Sergeant - Labour Relations
 

   Civilian WCB Liaison
 

   Corporal (WSE)  Safety and Health
 

   Civilian Safety and Health
 

 Civilian Services Unit
   Civilian HR Advisor

 

   Civilian Auxiliary Placement
 

   Civilian HR Assistant
 

 Assignments & Transfers
   Sergeant - Assignments and Transfers

 

 Career Development Unit
   Sergeant - Career Development

 

   Civilian - Performance Management
 

 Security Officer
   Sergeant - Departmental Security Officer

 

Are there positions in the Vancouver Police 
Department that you believe are suitable as an
accommodated position?

Are there positions in the Vancouver Police 
Department that you believe are suitable as a 
developmental position?

Are there positions within your section that 
you believe are suitable as an accommodated 
position?

Are there positions within your section 
that you believe are suitable as a 
developmental position?

 

Almost all may be considered and must 
consider individuals skills set if the position 
is better held for the development of 
members.

Assignment and transfers, DSO, Labour 
Investigation, Career 
Planning/Performance Development.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 46 - 52 
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SUPPORT SERVICES DIVISION REPORTING POSITIONS
   Civilian - Security Officer

 

 Payroll Unit
   Civilian - Supervisor

 

   Civilian - Payroll
 

   Civilian - Time Entry
 

 Labour Investigator
   Sergeant

 

PLANNING & RESEARCH SECTION

  Inspector (Daryl Wiebe)  
   Civilian Research Assistant

 

 Organizational Planning Unit

   Sergeant
 

    Civilian Planning and Policy Advisor
 

   Civilian Planning Analyst
 

 Research & Policy Unit

   Sergeant
 

   Constable
 

  Civilian  Research and Policy Advisor

Are there positions in the Vancouver Police 
Department that you believe are suitable as an
accommodated position?

Are there positions in the Vancouver Police 
Department that you believe are suitable as a 
developmental position?

Are there positions within your section that 
you believe are suitable as an accommodated 
position?

Are there positions within your section 
that you believe are suitable as a 
developmental position?

  

Yes - there are, - For the right 
accommodated person.  - As long it's the 
right person for the job.

Yes. - All of them would be. - Even the 
civilians, but most wouldn't have the 
skill set necessary. - Could have several 
developmental situations going on at 
once.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 47 - 52 
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SUPPORT SERVICES DIVISION REPORTING POSITIONS
 

  Civilian  Research Analyst
 

COMMUNICATIONS SECTION

  Inspector (Jess Ram)

    Sergeant
 

    Sergeant -  PRIME
 

   Constable - PRIME (CAD Support)
 

   Civilian Telecommunications Coordinator
 

 Telephone Response Team

   Sergeant
 

   Constable
 

 Fleet Services

   Civilian Manger (Sergeant)
 

   Civilian Supervisor
 

   Civilian Lead Attendant

Are there positions in the Vancouver Police 
Department that you believe are suitable as an
accommodated position?

Are there positions in the Vancouver Police 
Department that you believe are suitable as a 
developmental position?

Are there positions within your section that 
you believe are suitable as an accommodated 
position?

Are there positions within your section 
that you believe are suitable as a 
developmental position?

  

TRT - NCO could be accommodated.  - 
PCs could be accommodated.  -PRIME 
coordinator people that answer to him (if 
these positions come about)

TRT Sgt. In terms of admin skills.  
PRIME coordinator/administrative 
experience. - CAD Support position 
administrative experience.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 48 - 52 
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SUPPORT SERVICES DIVISION REPORTING POSITIONS
FINANCIAL SERVICES SECTION
  Civilian Director (Warwick Wright)
   Executive Assistant

 

   Civilian Manager - Controller
 

   Civilian Manager - Financial Analysis
 

  Civilian Financial Analyst
 

   Civilian Senior Budget Analyst
 

   Accounts Payable
 

   Accounts Receivable
 

   Travel and Training
 

POLICE STORES  
Civilian Manager (Jim Lloyd)  

   Civilian Storekeeper
 

  Civilian Storeworker
 

INFORMATION MANAGEMENT SECTION

  Civilian Director (Iris Romanuik)
  Administrative Assistant

 

  Systems Administrator
 

Are there positions in the Vancouver Police 
Department that you believe are suitable as an
accommodated position?

Are there positions in the Vancouver Police 
Department that you believe are suitable as a 
developmental position?

Are there positions within your section that 
you believe are suitable as an accommodated 
position?

Are there positions within your section 
that you believe are suitable as a 
developmental position?

No No

No sworn position No sworn position

I & P position (Constable)

There is the potential. - More ad hoc - 
some benefits there perhaps for 
promotion in Crown Liaison. Use a 
Police Officer with expertise for 
development to Sgt. Been done before.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 49 - 52 
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SUPPORT SERVICES DIVISION REPORTING POSITIONS

  Manager - CPIC Transcription/Court Liaison/ I&P 
(Volker Helmuth)

 

  Manager - Quality Control, Records Management & 
Public Service (Donna Marshall-Cope)

 

Civilian Manager - Quality Control, Records 
Management & Public Service (Donna Marshall-
Cope)
 Quality Control Unit

  Civilian Supervisor
 

Records Management Unit
  Civilian Supervisor

 

Public Service Unit

  Civilian Supervisor
 

Are there positions in the Vancouver Police 
Department that you believe are suitable as an
accommodated position?

Are there positions in the Vancouver Police 
Department that you believe are suitable as a 
developmental position?

Are there positions within your section that 
you believe are suitable as an accommodated 
position?

Are there positions within your section 
that you believe are suitable as a 
developmental position?

I think they could do some of the swearing 
of Informations. A portion of the job for 
people on maternity, etc. But not for all the 
requirements of the Crown Liaison 
position.  Possibly front counter work as 
well. If we could put someone on front 
counter & move our person upstairs that 
would be beneficial.

Possibly fingerprint clearances for future
identification members eliminations & 
classifications. - Possibly in transcription
to get familiar with Versadex. Also 
possibility of hiring some civilians who 
are working to get on the regular force 
to gain experience.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 50 - 52 
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SUPPORT SERVICES DIVISION REPORTING POSITIONS

Civilian Manager - CPIC/ Transcription/ Court 
Liaison/I&P (Volker Helmuth)  

CPIC Management Unit

  Civilian Supervisor
 

Transcription Unit
  Civilian Team Leader/CPIC Support Supervisor

 

Court Liaison Unit

  Civilian Supervisor
 

Information and Privacy Unit
  Coordinator

 

  Constable Analyst
 

INFORMATION TECHNOLOGY SECTION

Are there positions in the Vancouver Police 
Department that you believe are suitable as an
accommodated position?

Are there positions in the Vancouver Police 
Department that you believe are suitable as a 
developmental position?

Are there positions within your section that 
you believe are suitable as an accommodated 
position?

Are there positions within your section 
that you believe are suitable as a 
developmental position?

Right now swearing of Informations,  this 
would be temporary until formally resolved 
meeting with H.R.

Yes - definitely CPIC transcription 
support to learn RMS Management 
system well. - Possibly in Crown Liaison
to become familiar with what is required 
to become part of a proper RTCC. - 
Already gathering total  number request 
up. - Already gathering average time to 
response. - Don't capture amount of 
time for each FOI request. - Time 
management software on market will be 
looking at.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 51 - 52 
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SUPPORT SERVICES DIVISION REPORTING POSITIONS

  Civilian IT Manager (Kathy Wunder)
Technical Services Supervisor

 

Security Specialist
 

Systems Analyst
 

Training Coordinator
 

Are there positions in the Vancouver Police 
Department that you believe are suitable as an
accommodated position?

Are there positions in the Vancouver Police 
Department that you believe are suitable as a 
developmental position?

Are there positions within your section that 
you believe are suitable as an accommodated 
position?

Are there positions within your section 
that you believe are suitable as a 
developmental position?

The only thing is, not the training coord; 
but you could use accommodated people to 
assist the training coord. It would have to 
be a longer term accommodation. Due to 
the training involved. Don't currently have 
the space to do this through.

For civilians yes to move up. - Not for 
sworn members.

Notes:
        N/A = Not Applicable       (¹..) = Refer to Comments     = Other Comments     Yes,No,N/A = Independent Assessment  "Yellow" denotes positions to be Civilianized. 52 - 52 


