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i

With a view to balancing ease of readability and use of comprehensive terminology, the term “Indigenous” 
has been used in this presentation, acknowledging that it does not adequately reflect the diversity 

of the many First Nations, Métis and Inuit peoples.    

Acronyms

2SLGBTQQIA two-spirit, lesbian, gay, bisexual, transgender, queer, questioning, intersex, and allies
APPS   Annual Performance Plan System
C&IP Contract and Indigenous Policing (RCMP)
CNIAC Commissioner’s National Indigenous Advisory Committee
EDI Equity, Diversity and Inclusion
FNIPP First Nations and Inuit Policing Program
NHQ National Headquarters (RCMP)
NWMP North-West Mounted Police 
MMIWG Missing and Murdered Indigenous Women and Girls
MRAP    Management Response and Action Plan
RCMP Royal Canadian Mounted Police
RICCA RCMP - Indigenous Collaboration, Co-Development, Accountability 
RIRS RCMP Indigenous Relations Services
TRC Truth and Reconciliation Commission



E X E C U T I V E  
S U M M A R Y



iii 

The Truth and Reconciliation Commission’s (TRC) "Calls to 
Action”, and the “Calls to Justice” of the Missing and 
Murdered Indigenous Women and Girls (MMIWG) Inquiry, 
have led to a greater awareness among Canadians to account 
for the harm inflicted in the past, and to respect Indigenous 
people, communities and culture. The Royal Canadian 
Mounted Police (RCMP) has indicated it is committed to 
moving forward to earn the trust and confidence of 
Indigenous communities across Canada. Reconciliation 
provides a pathway based on the recognition of rights, 
respect, co-operation, and partnership. 

 This formative evaluation explored the extent to 
which organizational capacity is in place to support 
RCMP reconciliation actions. 

 It covered a period of five fiscal years from 2016-17 
to 2020-21, and examined activities within National 
Headquarters (NHQ) and contract divisions. 

 It reflected on the history and evolving context of 
reconciliation in Canada, and looked ahead to 
consider approaches for continuous improvement.

Overall, this evaluation found the RCMP has been increasingly advancing reconciliation actions through a variety of means, 
including actions toward better collaborative engagement and knowledge building. The effectiveness of reconciliation 
actions has been impacted by operational capacity challenges, such as a lack of long-term sustainable leadership to support 
national coordination and strategic planning, and a decline in Indigenous employee representation and engagement.   

What 
worked well

 Reconciliation with Indigenous peoples has been identified as a priority in recently published strategic 
planning and reporting documents, including VISION150 and Beyond: RCMP Strategic Plan (LINK) and 
the annual RCMP Departmental Plan (LINK). It has also been embedded in broad internal horizontal 
initiatives such as the Equity, Diversity and Inclusion (EDI) Strategy.

 There are examples of positive collaborative engagement between the RCMP and Indigenous 
organizations and communities that have helped to build trust. 

 Opportunities to participate in Indigenous cultural knowledge building activities and training have been 
made available to all RCMP employees. For example, an online cultural awareness and humility course 
is mandatory.
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Context

Key Findings

https://www.rcmp-grc.gc.ca/vision150/strategic-plan-strategique/index-eng.htm
https://www.rcmp-grc.gc.ca/en/royal-canadian-mounted-police-2020-2021-departmental-plan


What are the 
challenges

 There is a broad mix of functional areas (page 9) with roles to deliver on reconciliation actions. Gaps in 
oversight (long term leadership) and capacity to undertake coordination and communication across 
functional areas and initiatives have limited the ability of the RCMP to move forward efficiently. There 
is no dedicated central point of contact with a mandate for national coordination and communication.

 While some planning activities have been initiated, there is currently no national strategic plan for 
reconciliation to set priorities and provide a long-term and sustainable roadmap to achieve them. 
There are opportunities to better leverage performance measurement as a tool to tell a cogent and 
meaningful story about RCMP reconciliation actions. 

 There is a need to strategize and address the anticipated further decline in Indigenous enrolment at 
Depot and representation within the ranks of RCMP Regular Members.

 Gaps were identified in the RCMP’s current reconciliation efforts with its Indigenous employees, 
including the absence of active national employee networks to inform Indigenous-led solutions.

 To support the continued growth of positive relationships between the RCMP and Indigenous peoples 
and communities, there is a continued need for Indigenous-led solutions, and a well-informed 
understanding and acknowledgement of Indigenous histories and cultures. There needs to be a long-
term, sustainable commitment to advancing reconciliation which continuously evolves to address 
emerging needs.

iv 

Executive Summary (2/3)

Overall this evaluation concluded that, positive steps have been taken to further reconciliation across the organization, 
there are opportunities to prioritize strengthening national coordination and strategic planning as well as to broaden 
efforts to enhance the representation of Indigenous employees across the organization. The strengthening of 
coordination approaches and mechanisms will be the key to ensuring priorities move forward efficiently and effectively.

Conclusions



Build and implement national strategies and tools to strengthen planning for and reporting on reconciliation, based on 
the principle of “Nothing About Us Without Us”.

 Mechanisms could include:
 A national strategic plan with clear priorities and a roadmap to achieve them, along with clear roles and responsibilities.
 Performance measurement practices to track short and long term outcomes and capture and report on disaggregated data.

 All mechanisms should be inclusive of Indigenous voices, trauma-informed, distinction-based, long-term and sustainable.

2

Improve the coordination of reconciliation actions across the organization by strengthening leadership and capacity.

 The following actions could be considered:
 Identify an executive lead and/or establish a committee dedicated to leadership and the coordination of long-term and 

sustainable reconciliation actions.
 Identify dedicated long-term resources for reconciliation coordination, including perhaps the establishment of a national 

office or hub to serve as a central point of contact for coordination on all actions related to reconciliation.

1

Review existing recruitment and retention practices to enhance the representation of Indigenous employees.

 Reviews of current practices could consider existing and new Indigenous-informed and distinctions-based approaches to:
 consult with Indigenous employees on priorities for internal and external reconciliation actions;
 address declining enrollments and barriers to the recruitment of Indigenous employees; and
 mitigate attrition and improve retention of Indigenous employees.

3

Recommendations
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 Objective and Scope
 Data Sources
 Limitations and Mitigations

E V A L U A T I O N  
A P P R O A C H



 The objective of this formative evaluation* was to explore the extent to 
which organizational capacity is in place to support RCMP reconciliation 
actions - as a pathway to earn the confidence and trust of Indigenous 
communities. See Appendix B for the evaluation questions.

 This evaluation was identified in the Commissioner-approved 2020-2025 
RCMP Risk-Based Audit and Evaluation Plan. 

 To date, RCMP reconciliation activities have not been included in a previous 
evaluation.

 The objective and scope were based on an internal consultation exercise, and 
the methods and questions were also based on feedback received from 
program leads. Given the relatively recent TRC Calls to Action (LINK) and 
MMIWG Inquiry Calls for Justice (LINK), it was determined that a summative 
or outcomes-focussed evaluation would be premature.

In terms of scope, this evaluation:

 covered retrospectively the five fiscal 
years from 2016-2017 to 2020-2021;

 examined RCMP activities across NHQ, 
Depot, and contract divisions across 
Canada; 

 reflected on the past, current, and 
evolving context of the Government of 
Canada’s and RCMP’s reconciliation with 
Indigenous peoples; and

 looked ahead to consider approaches and 
learnings for continuous improvement.

This formative evaluation examined the following six internal mechanisms/practices related to organizational capacity:

governance, 
coordination, resources

recruitment, 
retention

performance
measurement

strategic 
planning

external
collaboration

cultural, knowledge
building

2

Objective and Scope
Objective Scope

* The purpose of a formative evaluation is to gather information that can be used to strengthen the implementation of a developing or ongoing program. 

https://ehprnh2mwo3.exactdn.com/wp-content/uploads/2021/01/Executive_Summary_English_Web.pdf
https://www.mmiwg-ffada.ca/final-report/


Data from a mix of qualitative and quantitative research methods were analyzed to develop findings. 
Data collection and analysis took place from January 2021 to August 2021. 

Interviews: 50* Staff Surveys: 2* Document Review: 120

Telephone and video interviews were 
conducted with:
 Senior executives = 7
 Business lines (NHQ) = 24
 Indigenous Policing Services staff = 7
 Other government departments = 5
 External Indigenous voices
 Commissioner’s National Indigenous 

Advisory Committee (CNIAC) = 4 
 Indigenous Elders (First Nations, 

Inuit, Métis) = 3

Online surveys were conducted with 
RCMP staff in May and June 2021 to 
explore their perspectives on challenges 
and opportunities:
 Senior executives: 27/36 (75% 

response rate)
 Division staff working directly on 

reconciliation actions: 32/64 (50% 
response rate)

Internal documentation was reviewed, 
such as: 
 Strategic plans
 Policy documents 
 Management reports/reviews
 Program documents 
 Committee agendas and records of 

decisions
 Course curricula
 Summaries from internal activities,

tracking tools, Annual Performance 
Plan System (APPS)

Data Analysis: 3 Literature Review: 45 Media Analyses: 2

Available RCMP administrative and survey 
data was analyzed:
 Agora (internal) and Canada School of 

Public Service data on course 
compliance rates 

 Human Resources Management 
Information System data on 
recruitment and retention - published 
formal employment equity reporting,
other internal reports

 Previous Client and Partner Survey data 
on external views of RCMP actions

Context on the TRC and MMIWG Inquiry, 
and Indigenous approaches to evaluation 
practice, reviews were done of:
 Academic literature
 Published reports and tools
 Course materials

To better understand context, analyzed 
how media frame the public discussion on 
RCMP reconciliation actions:
 Over 100 articles in Canadian 

newspapers 2020-2021 
 Select social media and webpages from 

2020-2021

*See Appendix C for the descriptive scale of interview and staff survey responses.
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Data Sources



Limitation Mitigation
Definition of reconciliation

 There was no common working definition reflecting on the concept 
of reconciliation as it relates to the RCMP’s actions. 

 Language published in the TRC report was adopted as a working 
definition for this evaluation.

 The team reviewed documents and asked interviewees about their 
understanding of reconciliation.

Evolving context of reconciliation with Indigenous peoples in Canada
 The data collection for this evaluation coincided with significant 

events (e.g., discovery of unmarked graves near former residential 
schools) that had a notable impact on the national socio-cultural 
discourse about reconciliation.  

 Media analyses were conducted (and updated as appropriate) to 
reflect on the evolving national discourse and to confirm that  
recommendations were still relevant.

Indigenous evaluation methods and ways of knowing
 There was limited knowledge and experience in the evaluation 

team on how to apply a culturally appropriate Indigenous lens to 
this evaluation project.

 The evaluation team completed training with an Indigenous issue 
expert on Indigenous evaluation methods and ways of knowing.

 An Indigenous Regular Member from the RCMP Indigenous 
Relations Services (RIRS) team served as an Indigenous Advisor to  
the team to help support their understanding of cultural context 
and ensure data collection approaches were culturally appropriate.

Internal surveys response rates
 Participation was voluntary and likely influenced by respondents’ 

shift and leave schedules.
 There may have been survey fatigue, as there were multiple RCMP 

surveys scheduled over the same period. 

 The evaluation team initiated and maintained contact with other 
program areas in order to minimize potential overlap.

 Reminder emails were sent to notify potential respondents of the 
limited survey administration period.

Limited focus on external information
 Primarily internal sources of data raised the potential for bias in 

data provided to the evaluation team.
 Multiple data sources were used to validate and triangulate 

findings.
 Open sources of information relevant to Indigenous evaluation 

practices were considered. 

Impact of Covid-19 pandemic
 As a result of the pandemic, focus groups and onsite observations, 

which would have helped validate some information, did not occur. 
 Expanded the scope of the two internal surveys and added more 

open-ended questions to interviews. 

4
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 Framing Reconciliation
 Historical Events in RCMP-Indigenous Relations
 Current Direction for Reconciliation Actions
 RCMP Functional Areas and Roles 

C O N T E X T



“…RECONCILIATION is about establishing and 
maintaining a mutually respectful relationship 
between Aboriginal and non-Aboriginal peoples in 
this country. In order for that to happen, there has 
to be awareness of the past, an acknowledgement 
of the harm that has been inflicted, atonement for 
the causes, and action to change behaviour.”

Source: Final Report of the Truth and Reconciliation 
Commission of Canada (2015)

The history of colonialism continues to impact the 
RCMP’s current relationship, and opportunities 
for reconciliation, with Indigenous peoples in 
Canada. While steps have been taken in recent 
decades to remediate injustices in approaches to 
policing in Indigenous communities, the RCMP’s 
historical law enforcement role continues to result 
in a sense of mistrust and fear of police by 
Indigenous peoples in Canada. 

Impacts of Colonialism

The RCMP was a dominant and consistent face of the Government of Canada 
policies that devastated traditional life among the Indigenous peoples in 
Canada, including forced relocation activities that isolated people onto 
reserves and separation of children from their families through residential 
schools and the child welfare system (further detail on historical events are 
provided on page 7).

The consequences of past government policies continue to negatively impact 
the well-being of many Indigenous peoples in Canada. A few examples of 
these impacts are provided below1:

 Half of children in foster care are Indigenous children.
 Indigenous youth are particularly at risk for poor mental health. Just over 

one in ten (11.0%) of off-reserve First Nations youth and 7.8% of Métis 
youth report having a mood disorder.

 One in five Indigenous people lived in a dwelling that was in need of major 
repairs in 2016. Close to one-fifth (18.3%) of the Indigenous population 
lived in crowded housing.

 Food insecurity is higher among Indigenous people, particularly Inuit. 
About 20% of Indigenous people aged 15 and over experienced food 
insecurity in the past 12 months. Among the Inuit living in Inuit Nunangat, 
52% of adults experienced food insecurity.

 Indigenous women are almost three times as likely as non-Indigenous 
women to be a victim of violent crime.

 Indigenous men and boys are seven times more likely than non-Indigenous 
men and boys to be a homicide victim.

 In 2013, 43% of Indigenous people had confidence in the justice system 
and the courts, compared with 58% of non-Indigenous people.
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1873

The NWMP was 
established as an agent 
of the Crown enforcing 
federal policies and 
legislation, under the 
auspices of the 
Department of Indian 
and Northern Affairs.

Since the 1990s in particular, 
RCMP actions to remediate and 
atone for past wrongdoing have 

been initiated.  

1885

Louis Riel, Métis leader, 
was controversially 
hanged at the North-West 
Mounted Police (NWMP) 
(later RCMP) barracks in 
Regina for his role in the 
Red River and Northwest 
resistances.

1936

1933-
1996

1953/
1955 1960s

2004 20181874

The NWMP deployed to Western Canada. It 
employed Métis as guides and interpreters.

The Indian Act  
appointed RCMP 
officers as "truant 
officers" to enforce 
attendance and 
return truant children 
to residential schools.

The RCMP began 
referring to Inuit 
employees in Arctic 
detachments as 
Special Constables, 
an official rank.

The RCMP, acting as a 
representative of the 
Department of Resources 
and Development, moved 
Inuit from Inukjuak and 
Mittimatalik to settle two 
locations on the High Arctic 
islands.

RCMP 
Commissioner's 
National 
Aboriginal 
Advisory 
Committee was 
formed (1990). 

The 
Government 
of Canada 
established 
the First 
Nations 
Policing 
Program 
(1991).

During the ‘60’s 
Scoop’, RCMP officers 
removed Indigenous 
children from homes 
into foster/adoptive 
care.

The 
Aboriginal 
Pre-Cadet 
Program 
began 
(1994). 

The RCMP 
Commissioner 
publicly 
apologized for 
the RCMP's 
role in the 
Residential 
School System.

The RCMP 
Commissioner 
apologized to 
the families of 
missing and 
murdered 
Indigenous 
women and 
girls at the 
National 
Inquiry.

1990s

The RCMP has had a long and sometimes difficult history with Indigenous 
communities in Canada that dates back almost 150 years.
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Historical Events in RCMP-Indigenous Relations2

Diagram 3 



(Appendix E)

 Many Voices One Mind: A Pathway To Reconciliation (2017)
reflects feedback from consultations, seeking to better 
understand the barriers faced by Indigenous Peoples within 
the federal public service.5

 The Federal Pathway to Address Missing and Murdered 
Indigenous Women, Girls and 2SLGBTQQIA+ People (2021)
reflects the Government of Canada’s contribution to the 
2021 National Action Plan: Ending Violence Against 
Indigenous Women, Girls, and 2SLGBTQQIA+ People.6

 United Nations Declaration on The Rights Of Indigenous 
Peoples Act (resolution adopted September 3, 2007) came 
into force in Canada on June 21, 2021 and requires the laws 
of Canada to be consistent with the Declaration.7
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Current Direction for Reconciliation Actions

(Appendices F & G)

 Mandate letters for the Minister of Public Safety and 
Emergency Preparedness (2021)8 and RCMP Commissioner 
(2018)9 require the RCMP to work in partnership with 
Indigenous peoples to advance reconciliation.

 Planning highlights in the RCMP’s Departmental Plan 2020-
2021 include a focus on Indigenous policing and 
engagement with Indigenous communities.10

 The RCMP’s strategic direction in Vision150 and Beyond: 
RCMP Strategic Plan (2018) and EDI Strategy include a 
focus on reconciliation initiatives.11

 Contributing to safer and healthier Indigenous communities 
is one of the five RCMP operational priorities.12

Truth and Reconciliation Commission of Canada: 
Calls to Action (2015) addresses the ongoing impact 
of residential schools on survivors and their 
families.3 A number of Calls to Action relate to the 
RCMP’s mandate, including: establish a written 
policy that reaffirms the independence of the 
RCMP (#25); and under Justice Canada leadership: 
eliminate the over-representation of Aboriginal 
people (#30) and youth (#38) in custody; and 
provide realistic alternatives to imprisonment for 
Aboriginal offenders and respond to the underlying 
causes of offending (#31).

(Appendix D)

Recent seminal reviews of historical events, and their impacts on the 
lives of generations of Indigenous peoples, have led to the publication of 
calls for change in Canada – including changes in the administration of 
law enforcement.

National Inquiry into Missing and Murdered 
Indigenous Women and Girls: Calls to Justice 
(2019) resulted from the inquiry launched in 2016 
to end the high levels of violence faced by 
Indigenous women and girls.4 The 11 “Calls for 
Police Services” relate to the RCMP’s mandate, 
including: acknowledge historical and current 
contexts; build respectful relationships; increase 
recruitment of Indigenous Peoples; and ensure 
police services have the capacity and resources to 
serve and protect Indigenous women, girls, and 
2SLGBTQQIA people.

Calls for Change Government of Canada

RCMP Direction



National Headquarters
National Indigenous Policing and Crime Prevention 
Services plays a key national role. Indigenous Strategic 
Operations undertakes strategic policy, planning and 
reporting, and is the secretariat for CNIAC. RCMP 
Indigenous Relations Services liaises with National 
Indigenous Organizations (NIOs) and is the secretariat 
for the RCMP Reconciliation Working Group. The 
Vulnerable Persons Unit undertakes programming and 
Indigenous community outreach. National Youth 
Services engages with Indigenous youth.

Divisions and Detachments
Through the work of their Regular Members and other 
staff, RCMP divisions and detachments deliver policing 
services to over 600 Indigenous communities across 
Canada. Many divisions have an Indigenous Policing 
Services team that includes a Métis coordinator and 
First Nations and Inuit Policing Program (FNIPP) 
officers, as well as members with other RCMP 
business lines. Staff also participate in the divisional 
Commanding Officer’s Indigenous Advisory 
Committee and provincial Indigenous networks, and 
engage locally with Indigenous communities. 

Two key areas that undertake reconciliation actions are the Learning and 
Development team which offers training courses and awareness activities, and 
the Human Resources Policies Strategies and Programs team that is 
responsible for recruitment and staffing, workforce culture, and the EDI 
Strategy. Other areas with a direct role in reconciliation actions include the 
RCMP - Indigenous Collaboration, Co-Development, Accountability (RICCA) 
team which will undertake internal and external liaison roles. Depot Division is 
responsible for training recruits. Other implicated areas include Career 
Development, Labour Relations, Human Rights, Compensation, and 
Accommodations.

Within Strategic Policy and External Relations, Action, Innovation and 
Modernization leads on VISION150 actions, Strategic Policy and Governance 
engages with NIOs on agreements, and Organizational Priorities and Strategy 
Management tracks and reports through the APPS.

All RCMP employees have a role to play in reconciliation. Examples of actions 
from other functional areas include training offered through the Canadian 
Police College, support for procurement with Indigenous firms through 
Procurement and Contracting, and media releases, website and social media 
content through Strategic Communications.

RCMP functional areas with roles directly related to reconciliation actions are widely dispersed.

9

RCMP Functional Areas and Roles

Contract and Indigenous Policing Human Resources

Strategic Policy and External Relations

Other Areas



 Coordination
 Strategic Planning
 Performance Measurement
 Collaborative Engagement
 Recruitment and Retention
 Cultural Awareness

F I N D I N G S



Finding #1: Gaps in long-term leadership and capacity to undertake coordination and communication across 
functional areas and initiatives have limited the ability of the RCMP to move forward efficiently.

Reconciliation priorities were reflected in recent 
planning and reporting documents, and 
responsibilities for reconciliation actions spanned 
across business lines and divisions.

A review of organizational planning documents 
shows that reconciliation has been identified as a 
priority in the RCMP’s strategic plan and other 
VISION150 documents, as well as the EDI Strategy 
(see Appendix F for details).

Activities related to reconciliation actions are 
widely dispersed throughout the organization (see 
page 9 for list of functional areas and their roles). 

Of note, the RCMP Reconciliation Working Group 
has led the development of business line and 
divisional strategic plans. This group was 
established in 2019 to discuss new reconciliation 
initiatives, and share ideas and best practices. 
While it undertook activities reflective of its role, it 
was not mandated to facilitate setting or 
communicating a national strategic direction on 
reconciliation.

Rekindling Trust with Indigenous Peoples diagram (above) was taken from the 
RCMP Path of Reconciliation: Strengthening Trust in the RCMP Annual Report 
2019-2020, the RCMP's first reconciliation report which provides a snapshot of 
the organization's 2019-2020 reconciliation efforts. (LINK)
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Coordination 

Diagram 2

https://www.rcmp-grc.gc.ca/en/reports-research-and-publications/rcmp-path-reconciliation-strengthening-trust-the-rcmp?wbdisable=true


Finding #1 continued:

There is evidence of gaps in the establishment of long term leadership and capacity to 
develop strategies, coordinate actions or support local community engagement. 

 A review of minutes and records of decision from several senior executive committees 
shows that the topic of reconciliation was the primary focus of presentations and 
discussion at several senior executive tables between April and June 2021. Prior to 
these meetings, there were limited dedicated senior management discussions.

 Document review, as well as some RCMP staff interviewees and survey respondents, 
indicated that, while there is a senior executive appointed in the role of Reconciliation 
Champion, there has been no dedicated senior leader for Indigenous policing and 
reconciliation, with the role to provide leadership for national direction setting and 
coordination.

 Further, some RCMP staff interviewees indicated that there has been no long-term 
dedicated office (hub) with sufficient human and financial resources to coordinate 
reconciliation actions. Gaps in skills and expertise have included policy analysis and 
writing, as well as managing strategic development and organizational cultural change. 

 Many RCMP staff interviewees and survey respondents highlighted that there have been 
gaps in staff capacity across functional areas to take on roles, such as engagement with 
Indigenous partners, evaluation of the effectiveness of learning and development 
activities including online courses, restorative justice practices, mentoring Indigenous 
cadets, and recruitment of Indigenous Regular Members.

 Some interviewees and survey respondents working in divisions indicated that there 
have been gaps in personnel (including within Indigenous Policing Services units and 
through the First Nations and Inuit Policing Program) and operational members in these 
roles have been working beyond capacity. The gap has created pressures as dedicated 
time is needed to meaningfully engage with Indigenous knowledge keepers.
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Many RCMP staff 
interviewees and survey 
respondents identified 
impacts of the current gaps 
in coordination and 
communication capacity, 
which have resulted in: 

 A lack of national 
coordination has meant 
some direction setting 
has been siloed and the 
organization is missing 
out on synergies across 
teams. There is the 
potential for overlap in 
the RCMP’s internal 
coordination of 
engagement with external 
Indigenous stakeholders. 

 A lack of internal 
communication has 
meant there are gaps in 
knowledge and 
awareness across 
functional areas, and 
reconciliation has not 
been broadly ingrained 
across the organization.



Finding #2: Gaps were identified in the RCMP’s current coordination and reconciliation efforts with its 
Indigenous employees.

Staff indicated that more consultation is needed with Indigenous employees.

 When asked about systemic racism in a targeted internal survey of division staff working 
directly on reconciliation actions, many Indigenous employees who responded indicated 
they were treated with respect. 

 Some RCMP staff interviewees and survey respondents (both Indigenous and non-
Indigenous) indicated that there was a need for management to better consult and 
appropriately engage with Indigenous employees and for reconciliation efforts to ensure 
there is not an undue burden placed on Indigenous employees to lead or support this 
work.

 Some RCMP staff interviewees noted that previous national Indigenous employee 
networks have not been active for some time (e.g., National Indigenous Employee 
Network, Indigenous Lived Experience Advisory Group). There are limited spaces for 
consultation with Indigenous employees to ensure the organization moves forward with 
Indigenous-led solutions. 

 A few RCMP staff interviewees indicated that an employee-led national Women’s 
Indigenous Network (WIN) had been established in May 2021 to bring together 
Indigenous women and two-spirited sisters in all employee classifications. This 
group has provided peer-to-peer mentorship and support, arranged workshops, and 
have been consulted for input on internal initiatives

 Document review and some divisional RCMP staff interviews indicated that some 
Indigenous employee networks exist in divisions, while in other divisions the 
establishment of networks is currently being explored. 
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Some staff see RICCA as an 
opportunity to meaningfully 
engage internal Indigenous 
employees. 

RICCA was established in July 
2021. Document review and 
interviews with Human 
Resources staff indicate that 
RICCA will explore ideas on 
creating a workplace that is 
inclusive, reflective and 
respectful of Indigenous 
cultures so Indigenous 
employees feel recognized, 
respected, and welcome. 
When fully staffed, it will be 
comprised of mostly 
Indigenous employees. 

RICCA documentation also 
mentions plans for the 
creation of an Indigenous 
employee circle for 
consultation and a national 
Indigenous employee 
network.



Finding #3: The RCMP has been increasingly advancing reconciliation actions through a variety of means. 
However, there is no national strategic plan for reconciliation to set priorities and provide a roadmap to achieve 
them. Strategic planning is needed to support work with federal partners and to build local relationships.

In recent years, the organization has 
advanced reconciliation actions 
more than in the past. 

Numerous RCMP planning and 
reporting documents outline 
actions/efforts undertaken, 
including: 

 RCMP Departmental Plans 
(Appendix F) and Departmental 
Results Reports,

 Vision150 and Beyond: RCMP 
Strategic Plan as well as a 
placemat on rekindling trust as 
part of VISION150 (Appendix F, G),

 RCMP EDI Strategy (Appendix F), 
 RCMP Path of Reconciliation: 

Strengthening Trust in the RCMP 
Annual Report 2019-2020 (page 
12), and

 various business line and 
divisional reconciliation 
plans/strategies published online 
(LINK).

While steps have been taken to initiate the development of a strategic plan, there is 
currently no long-term national plan in place to achieve transformational change. 

Challenges were identified by some RCMP staff and external interviewees (Indigenous 
knowledge keepers, federal partners) and RCMP survey respondents, as well as 
document review, such as:

 current ‘plans’ often consist of lists of activities rather than strategic priorities and a 
path forward on how to achieve them; 

 there has been limited national coordination of approaches to planning for, and 
reporting on, reconciliation actions;

 the RCMP has been largely reactive rather than strategic in some of its responses to 
reconciliation issues (e.g., residential schools, systemic racism); and

 it is not clear what reconciliation means for each employee.

14

Strategic Planning

https://www.rcmp-grc.gc.ca/en/rcmp-path-reconciliation#rec


Finding #3 continued:
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At the national level, the RCMP has been collaborative and responsive in its 
engagement with other federal departments on the TRC Calls to Justice and the 
MMIWG Inquiry Calls for Action. 

The RCMP is somewhat unique in that it has a physical presence in communities 
across Canada, and is therefore able to deliver on tangible actions (e.g., restorative 
justice).

Federal partners interviewed indicated that there has been a consistent effort by the 
RCMP to be proactive, engaged and present for input and dialogue at official tables 
and with federal partners/colleagues on these federal initiatives.

However, gaps in strategic planning and a lack of clarity in the roles between 
Public Safety Canada and the RCMP has sometimes led to missed opportunities for 
federal engagement. 

Enhanced strategic planning would allow the RCMP to better positon itself with its 
federal partners.  A few interviewees (RCMP staff and federal partners) indicated 
that there is currently a lack of clarity related to RCMP resource requirements to 
undertake reconciliation actions. 

When the RCMP has not been at the federal table for discussion of law 
enforcement operational issues (Public Safety often represents the portfolio), some 
RCMP staff and federal partner interviewees mentioned that there have been 
missed opportunities to further dialogue and make requests for additional resources 
related to RCMP reconciliation actions.

Work with Federal Partners
Many Indigenous knowledge keepers 
and Elders interviewed, as well as some 
RCMP staff, indicated that simply 
having a strategic plan will not 
significantly impact reconciliation. 

They emphasized that, locally, 
reconciliation is about how police 
officers and staff work with 
communities.

Document review, as well as many 
divisional staff interviewees, indicated 
that divisional planning has included 
engagement with local Indigenous 
communities and reflected local 
contexts. Divisional priorities and plans 
were often locally led in collaboration 
with communities, and included follow-
up with them.

Divisional reconciliation plans reflected 
approaches unique to the local context 
and focussed on provincial and 
territorial priorities as well as RCMP 
priorities.

Build Local Relationships



A few planning and reporting 
documents reflect to some extent 
on the importance of measuring 
and assessing the impacts of 
strategies, such as:

 2020 RCMP Path of 
Reconciliation: Strengthening 
Trust in the RCMP Annual Report 
2019-2020 (page 8);

 2021 EDI Strategy deck 
(Appendix F); 

 2020 VISION150 Rekindling Trust 
with First Nations, Inuit and 
Métis peoples placemat 
(Appendix G); and

 many of the divisional 
reconciliation strategies 
published online in 2020-2021 
(LINK).

Finding #4: There are opportunities to better leverage performance measurement as a tool to tell a cogent and 
meaningful story about RCMP reconciliation actions. 

Contextual challenges that have impeded the development and implementation of 
a strengthened approach to performance measurement for reconciliation actions 
were identified.

 Document review and some internal RCMP interviewees indicated that 
performance measurement is not yet well entrenched across the RCMP. It is still 
a work in progress.

 Document review illustrated that not all business lines capture and report on 
reconciliation-related performance measures. For example, while some data is 
collected to track progress related to procurement and recruitment, gaps were 
identified in data collected about learning/awareness and communications.

 Although a draft logic model and a performance matrix have been developed, 
many interviewees indicated that there is a need for a robust national strategic 
plan that details priorities for immediate intended impacts and longer term 
outcomes.

 As noted through a media analysis, and reiterated by some RCMP staff 
interviewees and survey respondents, it can be challenging to present a balanced 
story given the proliferation of negative stories about RCMP conduct (and the 
conduct of other policing organizations) in the media.
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Performance Measurement
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A literature review highlighted opportunities to enhance performance 
measurement knowledge gathering and use by reflecting on Indigenous cultures 
and ways of knowing.

Guiding principles for Indigenous approaches to research might include (Appendix H):

 Reflect how relationships are central
 Be culturally responsive and community driven
 Engage elders, knowledge keepers, and healers
 Share personal experiences
 Integrate strengths-based perspectives
 Reflect a decolonized approach
 Take a trauma-informed approach
 Ensure appropriate timelines and resources

Ways of knowing (methods) related to Indigenous approaches to research that 
prioritize a focus on qualitative data might include (Appendix H):

 Case studies
 Participant observation
 Dialogue and conversational methods of knowledge gathering.

Finding #4 continued: 

17

Measuring Trust

Some internal interviewees 
indicated that it has been a 
challenge to determine how to 
measure “rekindling trust” as a 
reflection of progress on 
reconciliation actions. 

They indicated that gaining trust 
is a long term and complex 
endeavour. Trust is not a 
concrete notion, is contextual, 
and must be distinctions-based.

Local relationships are the most 
impactful. Many interviewees 
and survey respondents 
indicated that a big part of 
reconciliation is improving 
interactions with communities. 

One new metric suggested by a 
few interviewees would be an 
increase in calls for service as a 
reflection of enhanced trust in 
the RCMP’s response to calls. 
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Finding #5: There are many examples of positive collaborative engagement between the RCMP and Indigenous 
organizations and communities that have helped to build trust. 

Document review, and many internal and external interviewees, identified 
many positive past, ongoing and planned collaborative activities. 

At the NATIONAL LEVEL activities included: 

 engagement (e.g., CNIAC, National Youth Advisory Committee, Circle of 
Change);

 partnerships with NIOs (e.g., Pinasuqatigiinniq Agreement with Pauktuutit); 
and 

 national awareness campaigns (see Finding 8 for examples).

At the DIVISIONAL LEVEL activities included: 

 engagement (e.g., Commanding Officer’s Indigenous Advisory Committees), 
 partnerships (e.g., youth-focussed programs such as sports activities, social 

support programs), and
 local training and community orientation initiatives, and participation in 

ceremonies that honour local culture and traditions (see Finding 8 for 
examples).

Media analyses showed that media articles and RCMP social media tools have 
included stories about positive local engagements.

RICCA has been seen by some RCMP staff 
interviewees as an opportunity to 
meaningfully engage external Indigenous 
stakeholders.

RICCA documentation indicates plans for pro-
active relationship building with both internal 
and external stakeholders.

Documents further outline that external 
engagement with Indigenous organizations 
and communities would be undertaken to 
identify commonalities and joint priorities, and 
to test and assess new innovative approaches.

Collaborative Engagement
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Finding #6: To support the further growth of positive relationships between the RCMP and Indigenous peoples, 
there is continued need for Indigenous-led solutions, a well-informed understanding and acknowledgement of 
Indigenous histories and cultures, and a long term commitment to advancing reconciliation.

2. Indigenous-led solutions are needed which:

 embrace the Indigenous “Nothing About Us Without Us” approach; 
and

 are reflected through meaningful and comprehensive consultation 
and co-working with external and internal partners and Indigenous 
stakeholders.

1. A long-term commitment to advancing 
reconciliation is needed recognizing that:

 building trust with Indigenous peoples will take a 
long time and require commitment throughout 
the process and at all levels of the organization; 

 routine turnover of Regular Members in 
communities impacts the RCMP’s ability to 
establish and maintain positive and sustained local 
relationships; 

 it can be difficult to balance a law enforcement 
role with living and building relationships locally; 
and  

 the FNIPP (designed to have space and time to 
engage with First Nations communities) 
consistently has had staff shortages. 

Three approaches to external collaboration were reflected and emphasized in multiple lines of evidence, including document 
review, many internal and external interviewees, and many internal survey respondents.

3. A well-informed understanding and acknowledgement of 
Indigenous histories and cultures is needed, which recognizes:

 the role the RCMP played in the histories of Indigenous peoples 
and the harm that was done; and

 the many Indigenous groups in Canada (various First Nations 
peoples, Métis, Inuit) and their distinct cultures, traditions and 
languages; it is critical to reflect the importance of a distinctions-
based approach.



RCMP Annual Employment 
Equity Report
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Finding #7: There is a need to address the anticipated further decline in Indigenous enrolment at Depot and 
representation within the ranks of RCMP Regular Members.

Based on metrics in most recent RCMP Annual 
Employment Equity Reports (2017-2018, 2018-
2019, 2019-2020)

Indigenous representation within the Regular Member population has been slowly declining for the last decade. Between 2010 
and 2020 Indigenous enrolment in the Cadet Training Program declined from 6% to 4%, and Indigenous representation in the RCMP 
declined from 8% to 7% (Diagram 1). 

Some internal interviewees and survey respondents indicated that 
factors contributing to the decline in the number of Indigenous 
Regular Members included: 

 barriers leading to limited recruitment;
 anticipated retirements;
 mental health and wellness challenges; and
 lack of career development opportunities. 

*Based on the number of Canadian citizens 18 years of age and older with a high school diploma who worked during the year preceding the 2016 census.
**Based on the number of Canadian citizens between the age of 15 and 64 who worked during the year preceding the 2016 census.

Diagram 3: Declining Indigenous Representation

Recruitment and Retention 

 The cohorts of Indigenous cadets recruited between 1999-2001 
will soon be eligible for retirement, which may accelerate the 
further attrition of Indigenous representation in the RCMP. 

 Although recruitment and retention rates have been declining, 
administrative data indicated Indigenous representation in the 
RCMP for Regular Members aligned with labour market availability* 
and Public Service employees aligned with workforce availability** 
statistics. 



Finding #7 continued: 

While there were a number of planned actions, there 
was limited action taken to encourage retention
of Indigenous employees. 

Planned actions identified by a few RCMP staff 
included: 

 review of the Officer Candidate Process to 
increase Indigenous representation in senior 
positions;

 review of policies on income tax exemptions for 
status First Nation Regular Member employees; 
and

 implementation of employment equity measures 
such as designating Indigenous-only positions.

Other opportunities identified by a few RCMP staff to 
increase retention of Indigenous employees included:

 consulting with former RCMP employees through 
exit interviews to better understand and address 
issues that led them to leave the organization; 
and 

 appointing Indigenous Regular Members to 
senior leadership positions to support further 
engagement with employees and to advance 
reconciliation efforts.

Some interviewees, mainly RCMP staff, identified opportunities to 
enhance recruitment initiatives that will reflect the unique contexts 
and perspectives of Indigenous peoples:

 review and enhance youth initiatives such as the Indigenous Pre-
Cadet Training Program and the Indigenous Summer Student 
Program;

 make changes to entry requirements to address barriers for 
Indigenous candidates;

 encourage more Indigenous Regular Members to recruit (as an 
example of an RCMP career role) in local Indigenous communities;

 allow Regular Members to return to their home Indigenous 
communities upon graduation from Depot should they wish to do 
so; 

 ensure the FNIPP is sustainable (resourced and Regular Members 
supported); and 

 seek out opportunities to reach out to more external Indigenous 
partners.

21

Recruitment Retention
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Finding #8: Opportunities to participate in activities and training have been made available to all types and levels 
of RCMP employees to support Indigenous cultural knowledge building. 

Document review, and many internal and external interviewees, identified national campaigns and 
local initiatives to support ongoing distinctions-based cultural awareness:

 National awareness campaigns have included Indigenous Awareness Week, the Moose Hide 
Campaign, National Indigenous Peoples Day, and Orange Shirt Day.

 Divisional initiatives have included training reflecting distinct local cultures, engagement with 
local community members, and inclusion of Indigenous cultures, traditions, and ceremonies.

 It was noted that, at the local level, building relationships with community knowledge keepers 
and participating in Indigenous-led training may help Regular Members and other RCMP staff 
continue to gain knowledge of the distinct cultures in the communities they serve.

Document review, and many RCMP staff and federal partner interviewees, also identified opportunities to gain cultural knowledge 
and awareness through formal training:

 Changes have been made to the Cadet Training Program to enhance awareness of Indigenous cultures.

 Formal training courses were available internally through the Agora learning platform, and externally through the Canada School of 
Public Service and the Canadian Police College.  Two new mandatory courses offered through Agora in 2020-21 are Cultural 
Awareness and Humility, and Using a Trauma-Informed Approach.  

 Document review and interviews with RCMP staff showed that there is limited performance measurement data on compliance and 
the impacts of formal training related to cultural knowledge and awareness.

Cultural Awareness 



C O N C L U S I O N S  A N D  
R E C O M M E N D A T I O N S



Overall, the evaluation found that the RCMP has been increasingly advancing reconciliation actions through 
a variety of means, including actions toward better collaborative engagement with Indigenous stakeholders 
and Indigenous cultural knowledge building. There remains, however, opportunities internally to better 
strengthen national coordination and strategic planning, as well as to broaden efforts to enhance the 
representation of Indigenous employees across the organization. 

In terms of priorities, the strengthening of internal coordination mechanisms - to ensure collaboration and 
communication across the broad mix of functional areas working to advance and sustain reconciliation 
actions - will be a key first step to ensuring reconciliation priorities move forward efficiently and effectively.

Where action is requiredWhat worked well What needs further consideration
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 Reconciliation has been identified as 
an organizational priority in recently 
published strategic planning and 
reporting documents.

 There has been positive collaborative 
engagement between the RCMP and 
Indigenous organizations and 
communities, at the national and 
local levels, that have helped to build 
trust. 

 Opportunities to participate in local 
activities and formal training have 
been made available to RCMP 
employees to support Indigenous 
cultural knowledge building and 
awareness.

 There is a need to continue to 
address gaps in the RCMP’s current 
coordination and reconciliation 
efforts with Indigenous employees.

 To support the continued growth of 
positive relationships between the 
RCMP and Indigenous peoples, there 
is a continued need for :
 Indigenous-led solutions;
 a well-informed understanding 

and acknowledgement of 
Indigenous histories and cultures; 
and 

 a long term commitment to 
advancing reconciliation.

 Gaps in mechanisms and capacity to 
coordinate across the many 
functional areas supporting 
reconciliation have limited the ability 
to move forward efficiently. 

 A national strategic plan for 
reconciliation could help set 
priorities and provide a roadmap to 
achieve them. The identification of 
intended outcomes could better 
leverage performance measurement 
as a tool to tell a cogent and 
meaningful story about RCMP 
reconciliation actions. 

 There is a need to address the 
anticipated further decline in 
Indigenous enrolment at Depot and 
representation within the ranks of 
RCMP Regular Members.

Conclusions



Build and implement national strategies and tools to strengthen planning for and reporting on reconciliation, based on 
the principle of “Nothing About Us Without Us”.

 Mechanisms could include:
 A national strategic plan with clear priorities and a roadmap to achieve them, along with clear roles and responsibilities.
 Performance measurement practices to track short and long term outcomes and capture and report on disaggregated data.

 All mechanisms should be inclusive of Indigenous voices, trauma-informed, distinction-based, long-term and sustainable.

2

Findings 3, 4, 5, 6, 8

Improve the coordination of reconciliation actions across the organization by strengthening leadership and capacity.

 The following actions could be considered:
 Identify an executive lead and/or establish a committee dedicated to leadership and the coordination of long-term and 

sustainable reconciliation actions.
 Identify dedicated long-term resources for reconciliation coordination, including perhaps the establishment of a national 

office or hub to serve as a central point of contact for coordination on all actions related to reconciliation. Findings 1, 2

1

Review existing recruitment and retention practices to enhance the representation of Indigenous employees.

 Reviews of current practices could consider existing and new Indigenous-informed and distinctions-based approaches to:
 consult with Indigenous employees on priorities for internal and external reconciliation actions;
 address declining enrollments and barriers to the recruitment of Indigenous employees; and
 mitigate attrition and improve retention of Indigenous employees.

Findings 2, 7

3

Based on the findings and 
conclusions of this evaluation, the 
following actions are 
recommended: 

25

Recommendations



A. Management Response and Action Plan (MRAP)
B. Evaluation Questions
C. Descriptive Scale of Interview Responses
D. Calls for Change
E. Government of Canada Direction on 

Reconciliation Actions
F. RCMP Direction on Reconciliation Actions
G. VISION150 Rekindling Trust 
H. Indigenous Approaches to Evaluation and 

Research

A P P E N D I C E S



Management Response and Action Plan (MRAP)

Appendix A (1/8)
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Contract & Indigenous Policing and Human Resource senior management accept the findings and recommendations set out in the 
Evaluation of the RCMP’s Reconciliation Actions completed by National Program Evaluation Services.

Management Response

Action Plan

Recommendation Lead / Area of
Responsibility

Planned Action Diary Date

1. Improve the coordination 
of reconciliation actions 
across the organization by 
strengthening leadership 
and capacity.

The following actions could 
be considered:
- Identify an executive lead 
and/or establish a 
committee dedicated to 
leadership and the 
coordination of long-term 
and sustainable 
reconciliation actions.
- Identify dedicated long-
term resources for 
reconciliation coordination, 
including perhaps the 
establishment of a national 
office or hub to serve as a 
central point of contact for 
coordination on all actions 
related to reconciliation.

C&IP in collaboration 
with other areas

1.1 C&IP will examine oversight responsibilities for 
reconciliation

- In collaboration with other NHQ and Division business lines, 
C&IP will review current oversight responsibilities, as well as gaps 
in the efficacy and effectiveness of coordination and 
communication for reconciliation actions, and develop an action 
plan to address any challenges identified. 
- The action plan will include, but may not be limited to, action 
items 1.2, 1.3, and 1.4 below. 

1.2 A C&IP senior executive will be dedicated to lead 
reconciliation and Indigenous policing.

- A senior executive will be nominated to lead reconciliation. 
- Results from briefings to SMT/SEC/Policy Committee/RRWG and 
CNIAC identified and supported a dedicated C&IP senior 
executive from operational policing to lead reconciliation.
- It is aligned with the Indigenous strategic policing priority, 
reconciliation and Indigenous policing services. 

1.1 March 2022

1.2 Spring 2022



Recommendation Lead / Area of
Responsibility

Planned Action Diary Date

1.3 C&IP will create a DG level reconciliation steering committee 

- The steering committee will coordinate organizational actions to 
support reconciliation and be inclusive of all business lines to 
coordinate business line priority reconciliation actions. It will 
meet monthly. 
- This new committee will be supported by the working level 
RRWG to provide ongoing coordination of reconciliation work 
between business lines and divisions. 

1.4 C&IP will conduct resourcing review to explore 
opportunities to expand capacity to advance Indigenous policing 
and reconciliation. 

C&IP will prepare a resource review to determine potential 
sources to increase capacity in consideration of a dedicated hub 
to coordinate reconciliation activities and Indigenous policing 
services across the organization. 

1.3 Monthly meetings begin
spring
2022

1.4 Initial resource review
spring 2022

Appendix A (2/8)



Recommendation Lead / Area of
Responsibility

Planned Action Diary Date

2. Build and implement 
national strategies and 
tools to strengthen 
planning for and reporting 
on reconciliation, based on 
the principle of “Nothing 
About Us Without Us”.

Mechanisms could include:
- A national strategic plan 
with clear priorities and a 
roadmap to achieve them, 
along with clear roles and 
responsibilities.
- Performance measurement 
practices to track short and 
long term outcomes and 
capture and report on 
disaggregated data.
- All mechanisms should be 
inclusive of Indigenous 
voices, trauma-informed, 
distinction-based, long-term 
and sustainable.

C&IP in collaboration 
with other areas

C&IP will:

2.1 Lead the contracting of an Indigenous consulting firm to co-
develop a national reconciliation strategic plan for the RCMP.

- A national reconciliation strategic plan will be coordinated by 
C&IP in collaboration with key business lines including Human 
Resources, Strategic Planning, Specialized Police Services and 
National Communications. 
- Collaboration will include Indigenous Policing Services (NHQ and 
divisions), Indigenous employee networks, and national / 
divisional advisory bodies using a trauma-informed and 
distinctions-based approaches. 

2.1 Summer 2022

Appendix A (3/8)



Recommendation Lead / Area of
Responsibility

Planned Action Diary Date

2.2 Develop a reconciliation performance measurement 
strategy.

a) Prepare an initial plan, identifying sources of quantitative 
performance measurement, through a review of the current 
internal/external tools and systems, including the Annual 
Performance Plan, RCMP Survey Centre Public Service Survey 
results, Public Safety Canada community surveys, Trust 
Questionnaires, Statistic Canada, and other applicable external 
sources of data. 

b) Review existing sources of quantitative performance 
measurement data and produce a report to identify data gaps. 
Long term solutions to data gaps will be identified for the 
organization.  

c) Develop a specific performance measurement strategy to focus 
on qualitative measures to ensure Indigenous perspectives and 
world views are reflected in tracking reconciliation progress. 
(Trust is a difficult concept to measure but several tools will be 
utilized to gather quantitative data alongside community 
interviews, testimonials and stories to ascertain qualitative 
measurement.)  

d) Create an overall performance measurement strategy for 
reconciliation actions that incorporates community engagement, 
through collaboration with divisional Indigenous Policing Services 
and the RRWG to develop an Indigenous- informed approach.  

e) Commit to publicly post the resulting findings from the 
measurement tools. 

2.2 a) Initial plan fall 2022

2.2 b) Quantitative gap 
report summer 2022

2.2 c) Qualitative data 
strategy summer 2022

2.2 d) January 2022 –
summer 2023

2.2 e) Ongoing public 
posting 
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Recommendation Lead / Area of
Responsibility

Planned Action Diary Date

3. Review existing 
recruitment and retention 
practices to enhance the 
representation of 
Indigenous employees.

Reviews of current practices 
could consider existing and 
new Indigenous-informed 
and distinctions-based 
approaches to:
- consult with Indigenous 
employees on priorities for 
internal and external 
reconciliation actions;
- address declining 
enrollments and barriers to 
the recruitment of 
Indigenous employees; and 
- mitigate attrition and 
improve retention of 
Indigenous employees. 

Human Resources in 
collaboration with 
other areas

HR will:

3.1 Engage internal employee groups to capture ideas for 
improvements to promotional processes and recruitment 
processes. 

a) Re-establish the RCMP-Indigenous Employee Council (RIEC), 
which was originally created in 2009 to examine human resource 
policies, processes and procedures that impact the RCMP’s 
Indigenous employees and our capability to deliver quality service 
to First Nations, Inuit and Métis communities. Renew Terms of 
Reference and engage with employees will be minimum of twice 
per year. Institute the RIEC as a permanent employee group 
within Corporate HR - RICCA. 

b) Leverage activities of the Women’s Indigenous Network (WIN), 
an employee-led, force-wide network for RCMP Indigenous 
women and two-spirited employees, that provides support, 
mentorship, developmental opportunities, and seeks to address 
issues related to recruitment, retention, promotion, training, and 
systemic racism and biases. This is done using a GBA+ and 
reconciliation lens. Track feedback from the WIN to capture ideas 
for improvements to promotional processes and recruitment 
processes aimed at increasing retention and Indigenous 
representation in all categories of employees. Establish this group 
under RICCA for stability for reconciliation effort

c) Track changes to processes to determine success or whether 
further modifications to the processes should be explored. 

3.1 a) January 2022

3.1 b) January 2022

3.1 c) December 2022
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Recommendation Lead / Area of
Responsibility

Planned Action Diary Date

3.2 Reconvene the Indigenous Lived Experience Advisory group 
that was created in June 2020 to enhance the trust and 
confidence of partners and communities through advice on 
reconciliation and addressing systemic issues. A contract 
employee will lead this group of retired Regular Members in 
quarterly meetings to discuss retention of Indigenous employees 
and examine leadership to increase development of Indigenous 
employees and inform leadership selection processes. Outcomes 
will be to make changes to HR processes identified as barriers by 
the group.  Quarterly meetings planned.

3.3 Undertake formal external outreach, through both virtual 
and in person meetings with First Nations, Inuit and Métis 
communities and organizations, to (a) gather input into what 
type of attributes Indigenous people are looking for in police 
officers and (b) examine the current recruitment process and 
make necessary changes to remove systemic barriers and 
increase Indigenous representation among Regular Members. 
External outreach will also review approaches to the recruitment 
of public servants in various roles in the RCMP to help demystify 
the RCMP and make it an employer of choice in Indigenous 
communities.

3.4 Develop Indigenous talent pools and inventories to provide 
development opportunities and expand competencies of 
Indigenous employees. This will be a permanent addition to the 
HR infrastructures. 

3.2 February 2022 to March 
2023

3.3 January 2022 to 
December 2023 

3.4 April 2022 
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Recommendation Lead / Area of
Responsibility

Planned Action Diary Date

3.5 Develop a First Nations, Inuit and Métis distinction-based 
approach to internal reconciliation by providing teachings to 
RCMP staff on Indigenous cultures, histories and realities of 
communities policed by the RCMP. Communications and learning 
events (in person and online/formal and informal) such as the Tea 
and Bannock learning event to learn about the National Day for 
Truth and Reconciliation, will support a culturally safe work 
environment within the RCMP, with the goals of strengthening a 
bias-free work place, decreasing attrition rates, and increasing 
the recruitment rates of Indigenous employees. 

3.6 Establish Indigenous Recruitment Support Efforts of the 
National Recruiting Program (NRP) to help First Nations, Inuit 
and Métis applicants applying to the RCMP to overcome 
systemic barriers in the recruitment process by hiring Proactive 
Recruiters who are representative of the diverse communities we 
serve across Canada. These Proactive Recruiters will help to 
attract a pool of applicants from indigenous, racialized, and 
LGBTQ2+ communities.  Planned activities include: 

a) Assign dedicated analysts and team leads to support the 
application of northern applicants. This approach will allow for 
quicker changes and adaptations to the recruiting process for 
these applicants.

b) Improve the preparedness of Nunavut Inuit candidates for 
employment as RCMP officers through promotion of the Assisted 
Applicant Training Program (AATP), by providing Inuit applicants 
with the literacy and numeracy skills they require to be successful 
in the RCMP Police Aptitude Test (RPAT). The RPAT is the first 
step in the RCMP application process and often poses the 
greatest barrier to applicants from Nunavut.

3.5 April 2022

3.6 a) April 2022

3.6 b) April 2022 to March 
2023
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Recommendation Lead / Area of
Responsibility

Planned Action Diary Date

c) Process northern applicants prior to having vision and hearing 
forms completed. During the same time period away from home, 
applicants can complete their vision and hearing tests when sent 
for their medical testing.  When possible, schedule the Pre-
Employment Polygraph (PEP) and medical testing simultaneously. 
Articulate these processes clearly on the recruitment website, as 
well as on the job poster.

d) Revise the use of the Right-Fit-Interview (RFI) for First Nations, 
Inuit and Métis applicants in the AATP so it is no longer a pass-fail 
outcome. Use the interview to assess abilities for each of the core 
values, and identify any areas of concern where mentoring prior 
to attending Depot would be beneficial. Further, if requested by 
the applicant, establish mentors where an Indigenous Regular 
Member may attend the Regular Member Applicant 
Questionnaire (RMAQ) and RFI along with the applicant.  

3.7 Proceed with Recruitment Renewal, Modernization and 
Targeted Recruitment Program and seek funding to support 
targeted recruitment through the Anti-racism Treasury Board 
Submission and other funding opportunities.

3.6 c) December 2022

3.6 d) September 2022

3.7 April 2022
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Evaluation Questions

1. How effectively have RCMP governance, coordination, and resources supported the planning and 
implementation of its reconciliation actions?

2. How effectively have RCMP planning activities supported the design of its reconciliation strategy and 
subsequent actions?

3. How effectively have performance measurement practices supported tracking of, and reporting on, the 
impacts of RCMP reconciliation actions? 

4. How effectively has the RCMP supported its reconciliation actions through external collaboration with 
Indigenous organizations and communities?

5. How effectively have the RCMP’s recruitment and retention activities supported its reconciliation 
actions?

6. How effectively have the RCMP’s internal Indigenous cultural knowledge building activities supported 
its reconciliation actions?

Appendix B
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Descriptive Scale of Interview Responses
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DESCRIPTOR MEANING

All Findings reflect the views and opinions of 100% of interviewees

Most Findings reflect the views and opinions of at least 75% but less than 100% of interviewees

Many Findings reflect the views and opinions of at least 51% but less than 75% of interviewees

Half Findings reflect the views and opinions of 50% of interviewees

Some Findings reflect the views and opinions of at least 25% but less than 50% of interviewees

A few Findings reflect the views and opinions of at least two respondents but less than 25% of 
interviewees

Appendix C



Calls for Change

 In 2016, in response to the Truth and Reconciliation Commission’s Call to Action #41, a national independent inquiry was 
launched by the Government of Canada to end the disproportionally high levels of violence faced by Indigenous women and 
girls. 

 11 Calls for Police Services relate to the RCMP’s mandate, that include but are not limited to: 
 acknowledge that the historical and current relationship has been largely defined by colonialism, racism, bias, discrimination, 

and fundamental cultural and societal differences; and build respectful working relationships by knowing, understanding, 
and respecting the Indigenous peoples they are serving; 

 fund an increase in recruitment of Indigenous Peoples to all police services; and ensure police services have the capacity and 
resources to serve and protect Indigenous women, girls, and 2SLGBTQQIA people; and

 standardize protocols for policies and practices that ensure that all cases of missing and murdered Indigenous women, girls, 
and 2SLGBTQQIA people are thoroughly investigated. 

National Inquiry into Missing and Murdered Indigenous Women and Girls: Calls to Justice (2019)14

 The Truth and Reconciliation Commission calls to action address the ongoing impact of residential schools on survivors and 
their families. They provide a path for government and Indigenous and non-Indigenous communities to create a joint vision of 
reconciliation moving forward. 

 One Call to Action directly relates to the RCMP’s mandate: establish a written policy that reaffirms the independence of the 
Royal Canadian Mounted Police to investigate crimes in which the government has its own interest as a potential or real party
in civil litigation (#25) 

 Other calls related to the RCMP’s mandate, but lead by other Departments, include: commit to eliminating the 
overrepresentation of Aboriginal people (#30) in custody and Aboriginal youth (#38) over the next decade, provide realistic 
alternatives to imprisonment for Aboriginal offenders and respond to the underlying causes of offending (#31), collect and 
publish data on the criminal victimization of Aboriginal people (#39), appoint a public inquiry into the causes of, and remedies 
for, the disproportionate victimization of Aboriginal women and girls (#41), commit to the recognition and implementation of 
Aboriginal justice systems (#42), adopt and implement the United Nations Declaration on the Rights of Indigenous Peoples 
(#43), and provide education to public servants on the history of Aboriginal peoples, including skills based training in 
intercultural competency, conflict resolution, human rights, and anti-racism (#57).

Truth and Reconciliation Commission of Canada: Calls to Action (2015)13
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On June 21, 2021, it received Royal Assent and immediately 
came into force. Actions include:

 This Act requires the Government of Canada, in 
consultation and cooperation with Indigenous peoples, 
to take all measures necessary to ensure the laws of 
Canada are consistent with the Declaration, and prepare 
and implement an action plan to achieve the 
Declaration’s objectives. 

 This Act requires that the action plan include measures 
to address injustices, to combat prejudice and eliminate 
all forms of violence, racism and discrimination against 
Indigenous peoples, and to promote mutual respect and 
understanding, as well as good relations, including 
through human rights education. 15

Government of Canada Direction on Reconciliation Actions

Released on June 3, 2021, it reflects the Government of Canada’s contribution to the 2021 National Action Plan: Ending Violence 
Against Indigenous Women, Girls, and 2SLGBTQQIA+ People. Under the Justice theme, actions to enhance relationship between 
police services and Indigenous communities include investments to enhance the availability of tools and resources to foster 
culturally appropriate and responsive community safety and trauma-informed services.17

“The Royal Canadian Mounted Police will also take steps to combat systemic racism through: reforming recruitment and training 
processes; collecting, analyzing, and reporting of race-based data; establishing the RCMP – Indigenous Collaboration, Co 
development and Accountability Office to improve community engagement; and enhancing the access, design and delivery of 
appropriate education and training using an Indigenous lens.”18
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Federal Pathway to Address Missing and Murdered Indigenous Women, Girls And 2SLGBTQQIA+ People

United Nations Declaration on the Rights of 
Indigenous Peoples Act Published in December 4, 2017, it is the final report of the 

Interdepartmental Circles on Indigenous Representation. It reflects 
feedback from consultations with current and past federal public 
servants, as they sought to better understand the challenges and 
barriers faced by Indigenous Peoples within the Public Service.16

The main objectives of the subsequent strategy are to:

 encourage and support Indigenous Peoples to join the Public Service;
 address bias, racism, discrimination and harassment, and improve 

cultural competence in the Public Service;
 address learning, development and career advancement concerns 

expressed by Indigenous employees;
 recognize Indigenous Peoples’ talents and promote advancement to 

and within the executive group; and
 support, engage and communicate with Indigenous employees and 

partners.

Many Voices One Mind: A Pathway To Reconciliation



The Minister of Public Safety 
and Emergency Preparedness 
Supplementary Mandate 
Letter (2021) - Emphasizes the 
importance of the relationship 
with Indigenous peoples and 
the expectation that the 
Minister work in full 
partnership with Indigenous 
Peoples and communities to 
advance meaningful 
reconciliation.19

Commissioner Brenda Lucki, 
24th Commissioner of the 
RCMP, Mandate Letter (2018) 
- Directs the RCMP to enhance 
its role in reconciliation with 
Indigenous peoples, that 
policing services must be 
predicated on trust and 
credibility to be efficient and 
effective and to build 
collaborative and cooperative 
partnerships with Indigenous 
peoples.20

RCMP Direction on Reconciliation Actions

Contributing to safer and healthier Indigenous communities is one 
of the five operational priorities of the RCMP. 

“Delivering culturally competent police services provides the 
foundation necessary to build relationships and partnerships with 
the more than 600 Indigenous communities we serve. Our shared 
and unique history with Indigenous Peoples provides an environment 
in which we can work collaboratively to improve community health 
and wellness.” 21 

Planning highlights include a focus on Indigenous policing and engagement with Indigenous 
communities:

“The RCMP is committed to working towards a renewed nation-to-nation relationship with 
Indigenous peoples based on the recognition of rights, respect, cooperation, partnership, 
and reconciliation. The organization will continue to develop and evaluate practical and 
culturally-aware policing services for Indigenous communities, using regular and 
collaborative consultations with Indigenous organizations, other government departments, 
and the Commissioner’s National Indigenous Advisory Committee. These engagement efforts 
are designed to support proactive crime prevention initiatives that are tailored to Indigenous 
communities. They are intended to bolster community safety and wellness objectives set 
out by Indigenous communities, all while ensuring policies and programs reflect, promote, 
and encourage the recruitment of Indigenous Peoples into the RCMP.” 22
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Mandate Letters RCMP Operational Priority

RCMP Departmental Plan 2020-2021



This 2018 plan to modernize the RCMP responds to the expectations set out in the Commissioner's mandate letter and forms the 
core of its strategic direction. Initiatives related to reconciliation actions have been launched under each of its four themes: our 
people, our culture, our stewardship, and our policing services. 

See Appendix G for Rekindling Trust with First Nations, Inuit and Métis placemat.

Vision150 reconciliation initiatives: 
 Increase the use of restorative justice 
 Implement national and divisional reconciliation strategies 
 Partner with Indigenous women’s groups
 Modernize recruitment through proactive action to diversify and reduce bias in processes
 Establish an Office for RCMP-Indigenous Collaboration, Co-Development and Accountability (RICCA)
 Indigenous Lived-Experience Advisory Group: providing the RCMP with advice on how to advance reconciliation and address 

systemic issues
 Work with partners to examine the collection and analysis of race-based data to address systemic racism and discrimination 23

The Equity, Diversity and Inclusion (EDI) Strategy (2021) is a key element of the Vision150 agenda.  It is intended as a foundation for 
people management into the future, to provide structure for action to meet commitments to address anti‐racism and 
discrimination within the workforce, as well as how it serves the communities it polices. 

EDI Strategy reconciliation initiatives: 
 Promote distinctions-based learning about the cultures and histories of Canada’s Indigenous peoples
 Create an office for RCMP-Indigenous Collaboration, Co-Development and Accountability 
 Support the RCMP Reconciliation Strategy and the Missing and Murdered Indigenous Women and Girls National Action Plan
 Co-develop policing expectations for northern postings
 Revitalize the Indigenous Employee Network 24
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VISION150 and Beyond: RCMP Strategic Plan



VISION150 Rekindling Trust25
Appendix G
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Relationships are central  Relationships with the land, culture, community, people, ancestors, and spirituality
 Respect, trust, and responsibility are key factors
 Reciprocity is also a key part of being respectful and accountable
 Achieved by participating in face-to-face meetings, listening and speaking, sharing and hosting, being generous and 

respectful in sharing one’s own knowledge
Culturally responsive and 
community driven

 Bring to the forefront the land, language and cultural practices that are specific to those involved
 Engage community leaders as well as program staff and/or participants at the outset of a project
 Ensure the study meets the needs of the program and community
 Engage an advisory group throughout the process

Elders, knowledge keepers, 
and healers

 Develop partnerships with Elders, Indigenous knowledge keepers, and healers - ensures that their insights guide the work 
of the evaluation

 Include of ceremonies and the sharing of medicines or sacred objects that are appropriate given the community context
 Respect community protocols when in communities

Sharing personal experiences  Holding and honouring the stories of participants, communities and organizations is sacred and not to be taken lightly
 Ensure that personal experiences and stories are represented accurately

Strengths-based perspectives  Focus on identifying the resources available to address problems in a positive way
 Consider individual and community resilience
 Look for opportunities for growth, emphasize a community’s assets, and identify solutions to issues

Decolonized approach  Recognize the intergenerational impacts of colonization on Indigenous peoples, their families and their communities
 Consider the historical trauma and cultural repression

Trauma-informed approach  Avoid evaluation approaches that have alienated Indigenous peoples in the past
Ensuring appropriate timelines 
and resources

 Allow time to understand context; build relationships; undertake meaningful data collection and analysis; and fulfil 
reciprocity

 Allow budget for relationship building, food, cultural protocol items, knowledge keeper and Elder gifts, as well as travel

Case studies  Allow for an in-depth understanding of a program or community and the ways that individuals experience a program
Participant observation  Requires the building of reciprocal and respectful relationships through face-to-face interactions and the sharing of daily-

lived experiences
 Use as a conversational tool with program staff, or to cross check lists completed by an evaluator through observing a 

program or process
Dialogue and conversational 
methods of knowledge 
gathering

 Include self-reflection, storytelling, land-based activities, participation in ceremony
 Build relationships in line with the oral nature of Indigenous ways of knowing
 Must also share own stories: respect, reciprocity, and relationship building
 Contributes to capacity building to share data in an organized fashion
 Talking circles involve individuals sitting in a circle to discuss a topic
 Visual or arts-based methods that use photos or drawings to facilitate a group dialogue as well as facilitated self-reflection

Guiding Principles

Ways of Knowing: Evaluation And Research Methods

Appendix H
Indigenous Approaches to Evaluation and Research26
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This report was designed with resources from Flaticon.com. 
Pictures in this report have been downloaded from the RCMP’s website and image bank.

https://publications.gc.ca/collections/collection_2021/jus/J2-495-2020-eng.pdf

	Slide Number 1
	Slide Number 2
	Slide Number 3
	Executive Summary
	Slide Number 5
	Slide Number 6
	Slide Number 7
	EVALUATION APPROACH
	Slide Number 9
	Slide Number 10
	Slide Number 11
	Slide Number 12
	Slide Number 13
	Slide Number 14
	Slide Number 15
	Slide Number 16
	FINDINGS
	Slide Number 18
	Slide Number 19
	Slide Number 20
	Slide Number 21
	Slide Number 22
	Slide Number 23
	Slide Number 24
	Slide Number 25
	Slide Number 26
	Slide Number 27
	Slide Number 28
	Slide Number 29
	Conclusions and recommendations
	Slide Number 31
	Slide Number 32
	appendices
	Slide Number 34
	Slide Number 35
	Slide Number 36
	Slide Number 37
	Slide Number 38
	Slide Number 39
	Slide Number 40
	Slide Number 41
	Slide Number 42
	Slide Number 43
	Slide Number 44
	Slide Number 45
	Slide Number 46
	Slide Number 47
	Slide Number 48
	Slide Number 49
	Slide Number 50
	Slide Number 51

