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- Research Indicates- Women Officers:

bl e ;
© Lo B

Use force less Use discretion See better outcomes Conduct fewer searches
often & less excessive. to make fewer arrests for non- for crime victims. during traffic stops & more
violent, low-level offenses. Especially of sexual assault. likely to find contraband

when they do.

5

\// Some research suggesting they
N= cost between 2.5x - 5.5x less
Perceived as being Named less often in than male officers
more honest & complaints &
compassionate lawsuits.
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- Of All Police Officer in Canada..

22.87%

ldentify as Women
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"What Ranks do Women Hold in Canada

' 4

21 70 24.5% 3.8%

Constables Non-Commissioned Officers Commissioned Officers

Q
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- Critical Mass Theory

“A critical mass is required for heterogeneity to
have a productive effect and to make room for
the diversity of different perspectives. In the
literature, a proportion of at least 30% is often
cited for achieving a critical mass, sometimes
supplemented by a lower limit of three people
in order to make a substantial difference in the
representation of previously underrepresented
groups.”

(Dahlerup, 2006;Binder, 2014;Bohnet, 2016).
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- Representation Isn’t About Optics- it's the Tipping Point

Relative number of people in a group can impact how people interact - often applied to gender equity in politics & academia.
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-~ Female Representation in Policing Across Canada (By Province)

Quebec 23.01%
British Columbia 21.50% - = 30% or greater
Ontario 20.80% = 20%-29%
Nova Scotia 20.50%
- =19% or less

New Brunswick I 13.00%
Manitoba I 19.00%
Alberta I 1 7.50%
Saskatchewan I 16.00%
Newfoundland & Lanbrador |G 15.00%
Prince Edward Island I 15.00%
Northwest Territories I (3.00%
Yukon I 13.00%
Nunavut I 11.00%

Province / Territoriy

Percentage (%) of Female Officers
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Building a Canada Specific Response

The under-representation
of women in policing
undermines public safety.

Currently, women represent less than 14% of
sworn officers and 20% of recruits in state and
local law enforcement agencies (Source: Bureau
of Justice Statistics)
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" What Does the Canadian Research Say? K sress Eporonceacs

Women in Policing (Rabichuk,
Williamson, Frankel)

X Diversity-Focused
Recruitmentin Ontario
(Boynton)

X Workplace Experiences of Lesbian &

Bisexual Police Officers (Giwa, Colvin,
Ricciardelli, War)

X Gender, Police Culture, and Structure
Ambivalence (Sanders, Gouweloos, Langan)

X Take the Temperature (Bikos)
X Ottawa Police Service Workplace Assessment (Rubin, Jahanzadeh)

X Behind Blue Doors (Rabichuk)

X Suck It Up, Buttercup (Angehrn, Fletcher, Carleton)

X Recruitment of Women & Minorities in Policing (Perrott)
X Seeing and Doing Gender at Work (Murray)
X Policing Women’s Bodies (Langan, Sanders, Gouweloos)

X RCMP Harassment Review
X Me, Us, and Them (Workman-Stark)
X Canadian Police Mothers and the Boys’ Club (Langan, Sanders, Agocs)
X Took the Blue Pill (Bikos)
X Police Mothers at Home (Agocs, Langan, Sanders)
X Caring for and About Those Who Serve (Duxbury, Higgins)

i i i i i i i l— i s i i

2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023 2024
YEAR
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What We’ve Learned From
12 Years of Canadian Research

Persistent barriers to promotion and return-to-work

Gendered performance expectations

Retention challenges linked to culture

Lack of mentorship
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OUR COMMITMENTS

Recruitment & Hiring
* Implement targeted outreach to increase the number of female applicants.

* Ensure bias-free hiring practices and diverse hiring panels.
* Track and report progress in hiring women at all levels.

Q Retention & Family Support
e Establish flexible work policies, including shift options for caregivers.
e Provide access to parental leave and return-to-work programs.
nl HH e Expand childcare support and track its impact on retention.

Mentorship & Leadership Development
* Set measurable goals for increasing women in leadership roles (Sgts. & above). +
¢ Provide career coaching and leadership development opportunities.

e Conduct gender equity audits in promotion processes.
* Establish structured mentorship programs for female officers, addressing a key gap

identified in research. FO C u S G rO u p S

Allyship & Inclusive Culture

Train all supervisors and leaders on gender-inclusive leadership and allyship.
Implement mandatory bias and harassment training.

Establish confidential reporting systems for workplace concerns.

Expand mental health and wellness support tailored to women in policing.

Building National Resource Hub

* 30Forward is developing an online platform to serve as a national hub for research-
backed recommendations, mentorship resources, and best practices.

¢ The platform will provide police services with tangible, evidence-based strategies to
implement the pledge commitments and foster an inclusive culture.

e |t will also facilitate mentorship networks, connecting women officers with experienced
mentors across the country.
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30 Forward: Research Brief
Historically, Canadian police services have been predominantly male, with female-
identifying officers significantly underepresented (Ducbury et al., 2021). This
undemrepresentstion negatively affects female officars’ safety, acceptance, and wall-
being, compounded by a masculine-dominated culture in many services (Bjkng. 2021).
Scholars suggest that when undemepresented groups reach at least 30% of the
waorkforce, they can influemcs culture and decision-making, driving positive structural
changes (3030 Initiative, 2025). Those bebow 30% often face tokenism and isolstion
{30ec30 Initiative, 2025). While global research on women in policing exists, there iz a
gap in understanding the unique challenges faced by wornen in Canadian law
enforcement. This scoping review aims to fill that gap, providing an in-depth look at
these challenges within the Canadian context, and offering actionable recommendstions
o

r police depariments. The findings within this report inform the 30Foneard initiative,

H H H which secks to i famal entatio least 30% in Canad li
Shifting Culture, Inspiring Future Leaders Senioes These Fninge il qite S0Forwar aforts 1o rete 8 more st and
supportive environment for women in Canadian law enforcement, sddressing bariers to
their full participation and leadership scross the country.

Methodology

This zcoping review synthesizes erafure on the representation, recruitment,

L] L]
I n s I d e the s e rv I ce - promotion, retention, and inclusion of women in Canadian policing, focusing on bamiers
L ] and evidence-based sirategies. The ressarch process included a comprehensive

litersture search, shstract screening. and an Al-powered platform to assess relevance
- - o the 30Forwerd pillars. The final analysis identified themes in recruitment and hiring,

Gen dered R ea I It Ies o r retention and family support, mentorship and leadership development. and allyship and
inclusive culture, highlighting challenges faced by women in Canadian police semvices

and opportunities to sddress and ! or overcome these challenges.

— women in cu nadian Pillar 1: Recruitment and Hiring

- - " - -
Police Services R
.
Ir ing women's reg ion in police i ramains & significant challznge. In
Canada, women make up just 22% of the police workforce, with men at 78%
{Government of Canada, Statistics Canada, 2024). This disparity reflects barriers such

a5 exclusion, marginalization. and discrimination, which discourage women and other

- undemrepresented groups from pursuing law enforcement careers (Warkman-Stark,
e s e a rc r I e —_— 20158). Traditional recruitment efforis, ofien relying on male-dominsted materials, have
not advanced gender diversity in policing (Workman-Stark. 2015s; Couto, 2012).

Recruitment practices, particulary informal and exclusionary ones within specislized
units, reinforee 8 masculine culiure thet excludes undemepresented groups (Manitobs

LAURIER

Inspiring Lives.
WILFRID LAURIDE UNWEESITY

Molly Phillips, e
M4, Carrie B. Sanders, PhD,

Wilfrid Laurier University

Inspiring Lives.
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30Forward National Pledge

B - ) WE COMMIT TO IMPLEMENTATION MEASURES AS OUTLINED — —
Recruitment & Hiring - We will: IN ACCORDANCE WITH F_%n MDWE COMMITTO:

Track and share annual demographic data on gender and intersectional identity across
all ranks and units with 30Forward network. RECRUIT

Meazure and repart on recruitment, specialty aszignments, and promation outcomes (e.g., track wha Ao dus se srd epmsent st wa e kic e,

B is applying, whaisbeing hired, and what autreach is working); demonstrate actionahle steps to
address disparities. RETAIN AND SUPPORT
Include diverse women from across roles and ranks in outreach efforts. membe s FrouE key lifeand caresr rarskions.

Shifting Culture, Inspiring Future Leaders

Highlight investigative and community-bazed policing career paths and suppartive policiesin ADWAMCE

recruitment messaging. rolusve lesdershio, suzcesson alanng, ard professonsl deve opment at a..
FOSTER A CULTURE OF
makomhin, sllyshio, waliness. and peyenolog o3l ey,

Conductwarkplace culture and psychalogical safety assessments to identify gaps and guide actions.
A o A oA o Offer reintegration supports fallowing parental leave, medical leave, or life-atage transitions. MEASURE OUR PROGRESS
National Pledge for Cultural and Systemlc Chal‘lge In POI'Ic'ng 5 Pravide equitable access to flexible schedules, wellness programs, and madified duties. WArSEEET. g ars wia ws , Erdrama nacoourEs e e cu- pEe LS snd sommur
This pledge is rooted in the lived experiences of over 100 members across Canadian Police Services F;E_;_”,gm",‘:fﬁﬁ,';ﬂ g;ﬁ%ﬂm@]ﬁ;ggﬁmz‘_s izl ienEi e e

and is supported by emerging research. It responds directly to what women and allies told us they
need to stay, lead, and thrive. This is more than 8 commitment to inclusion, itis a framework for

building a stronger, more sustainable, and more accountable future for Canadian policing. This document is regarded as the 30Forward Pledge and outlines the commitments each

Mentorship & Leadership Development -We will: service is expected to male and uphold annually. A broad commitmentto data sharingis part
of the pledge, and 30Forward data guidelines and terplates will {ollow upon signi ng the
pledge to enable standardized and compa rable data collection across the nation.

Build peer mentarship netwarks that suppart members thraugh different life and career stages.
Contrikute to or estaklish structured, cross-service mentarship networks.
Include diverse farmats: peer, lateral, reverse, and identity-based mentarship.

30Forward National Pledge for Cultural and Systemic Change in Policing F Train mentors and mentees to ensure mutual accountability and alignment.
Track and evaluate mentarship program autcomes.

Ensure kath swarn and civilian members have equitable accessto leadership development.

We, the undersigned, commit to building a modern, inclusive, and accountable policing
profession in Canada. We acknowledge that while progress has been made, under-represented Allyship & Inclusive Culture - We will:
groups continue to face barriers to entry, retention, advancement, end belonging. These challenges SIGMED ON BEHALF OF OUR POLICE SE RVICE:

are not only about numbers, but also about systems and culture., Embed allyship, cultural humility, and inclusion in all lead ership training and promation criteria.

Recognize and underatand informal allyship and share best practices across services.
$ Surface and address internalized competition ar gatekeeping thraugh dialogue and development.

30Forward is a national framework for meaningful change, anchored in lived experience, supported N . . X i
Empower frantline supervisors ta madelinclusion and create paychalogically sate teams.

by evidence, and driven by measurable action. Through inclusive recruitment, intentional retention,
transparent accountability, and a shared commitment to organizational health, we pledge ta Policy & System Reform -We will
advance this transformation.

Chief or Commissioner Name:

Review HR policies annually for equity impact, including recruitment, discipling, promation, and
This is more than a statement of values. It is a daily, action-oriented commitment to & policing Tralmmg u;:vpflﬂudmlles. . 4 subject tt rtize into all poli " affort
profession where every member, at every rank, role, and life stage, can thrive. n:urpumlg fved experience and subjec ma er expertise into all poucy refarm etforts. .

Share policies and templates for progressive supports (e.g., return-to-work, menopause) via the Titla:
30Farward Hub.
Engage external partners in evaluating and improving the cultural health

Accountability & Measurement -

Submit ananymized annual progress data to 30Fanward for national benchmarking. Police Service Name:

-l;@bﬂ' Use both quantitative (e.g., demaographics, specialized units or promotions) and qualitative
\:_4)' [e.g., survey insights, exit data) metrics, toidentify areas for improvement regarding equity and
inclusion

Involve palice boards and assoiations in aversight and stratsgic review.

Measure engagement in 30Farward programs. Signature: Date: —
(e.g., mentorship, resource hub, training) as indicatars of commitment. DO MMy
Publicly share progress and key leamings as part of a national reporting framework.
%$ Page 10f3 £ prog ¥ g 2 [ g S
30 =
FORWARD FORWARD Page 30f3 e
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- 30Forward Linkedln Page

SHIFTING CULTURE,
INSPIRING FUTURE LEADERS.
30

FORWARD

. 00.0080:53.5.5535: @ 30Forward

Shifting Culture, Inspiring Future Leaders

[
=

30 SHIFTING CULTURE,
INSPIRING FUTURE LEADERS.
FORWARD info@30Forward.ca



Endorsed By

PoLIE | ) % U@
> W) 300 GICPR
O wp - - % 4 30130 PF
I Aw P °© ” & Sgﬁ:::lg:fi::‘l;‘sanadlan

OACP

Early Supporters

E'Ecjucs

NS
s

= Ve S
"/l BCWLE

S

30 SHIFTING CULTURE,
FORWARD INSPIRING FUTURE LEADERS.

info@30Forward.ca



Next Steps
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Pledge Launch Online Data Dashboard Training Mentorship
Baseline Metrics Mentorship Network
Building Bridges & Allyship

EBP Conference 6-7 months from Lauch

Oct 9, 2025
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October 9-10, 2025
Da id Cowan Dr. Tamara D. Herold, Ph.D Neil Ralph Maurlne ‘Mo"” McGough

te Speaker Keynote Speaker Keynote Speaker te Speaker

@ 10, 2025 | (@) Bt aNe Crot Rae Available | @ Iéiﬁg?ng;riggesssp.ca
PRIORITY
>> REGISTRATION $298

JWPLEDGE
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How can
Police Ser\(lce
Boards Assist?
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