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Creating an Inclusive 
Workplace 

Focus on Newcomers



Ontario is vast and magnificent in terms of both its territory and people. 
Its police service is the Ontario Provincial Police.

We are known as the OPP and take pride in being regarded as 
Ontario's Police Professionals. We have earned the respect and trust of 
Ontario's citizenry and we are committed to preserving our reputation 
into the future.

We embrace the principle that a diverse population is best served by a 
similar diversity of police officers. To maintain its tradition of excellence, 
the OPP seeks to hire people who are representative of the culture and 
racial diversity of the province we serve to become Police Constables.

Our aim is to create a climate of mutual respect and understanding in 
which all people are equal in dignity and rights. Our commitment is 
entrenched in law but is exercised from principle.

Source:  opp.ca



Immigration is the sincerest 
form of flattery.

~ Jack Paar



OPP Mandate

• 6,100 uniform 
members, 2,000 
civilian employees, 
850 auxiliary 
members

• 922,752 sq km land
• 110,398 sq km water

• 165 Detachments



Police Services Act

• Safeguarding fundamental rights 
enshrined in the Charter and Human 
Rights Code

• Sensitivity to the pluralistic, multiracial and 
multicultural character of Ontario Society

• Representative of communities served



Attracting & Retaining Talent

• Website testimonials
• OPPBound
• Recruiting booths at 

community events
• 2009 merit based 

changes to 
promotional process

• Workforce Planning 
Information System 
(WPIS)



Newcomer Challenges

• Mistrust of police
• Never considered 

policing as a career
• Confusion about what 

skills are required to be a 
successful candidate

• Foreign experience not 
eligible for Experienced 
Officer Program

• Misperception that only 
white men are welcome



Employee Engagement

• Diversity Focus 
Groups (2004)

• Commissioned 
Officers and Senior 
Civilian managers 
participate in session 
with Trevor Wilson 
(2005)

• Diversity DVD and 
Dialogues 
(2006 -2007)



Sustainability

• Director’s position 
• Commissioner’s DEE 

Council (senior 
executives)

• Regional DEE 
Councils 

• DEE Reference 
Group

• OPP Academy 
Subject Matter 
“experts”



Crucial conversations, although difficult, are 
required if we are to hurdle a big obstacle we face 
on the diversity and inclusion journey:  the 
difference between what we think we know and 
what we actually know.  

~Steve L. Robbins



Method





Measurement 
(Gender Equity)

• 1974: first women 
officers hired

• 1992: OPP Women’s 
network created

• 2010: 19.4% women 
officers, 62.4% 
women civilian 
members (approx 
same ratios in First 
Nations)



KEY: Taking Time

• Real, substantive 
interaction means taking 
time to hang out, to 
communication, and to 
learn about one 
another…strangers 
become less 
strange…There is no 
shortcut.  No book you 
can read, no play you can 
attend, no PBS program 
you can watch will take 
place of direct interaction 
with different kinds of 
people.  

~Steve L. Robbins



Cultural Competence

• Awareness of one’s own 
cultural worldview

• Attitude towards cultural 
differences

• Knowledge of different 
cultural practices and 
worldviews

• Cross-cultural skills

Developing cultural competence results in an ability to understand, communicate 
with and effectively interact with people across cultures

~ Mercedes Martin & Billy Vaughn (2007)



Finding Talent – Cultural 
Competence

Key Issues:

• Sourcing channels
• Resume screening
• Telephone interviews

• Idioms, jargon, slang
• Organizational “fit”

TRiEC
Toronto Region 
Immigrant 
Employment Council
www.triec.ca
http://www.triec.ca/videos/12-Finding-
Talent-The-Trailer



Discussion

1. Are you aware of culturally different 
behaviours that skilled immigrants may 
demonstrate, such as nodding one’s 
head from side to side, not making direct 
eye contact with a female interviewer, or 
not shaking hands with a female 
interviewer?



Discussion

2. Workplace legislation prohibits 
employers from discriminating against 
candidates on the basis of their religious 
affiliation.  A conversational interviewing 
style may yield information that feeds 
into the interviewer’s biases and affects a 
hiring decision.  How can you avoid that?



Discussion

3. How does culture play a role in Tarek
being unable to challenge his supervisor 
or boss?  Does Tarek’s response imply 
that he lacks strong conflict resolution 
skills?



Discussion

4. How would you define the following business-
related idioms:

• Call of duty
• Lone wolf
• Get the ball rolling
• The bubble has burst
• The buck stops here
• Burn your bridges
• Someone means business
• A fat cat
• Come full circle
• In a tight corner
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