
 

 

 

 

   
 

Item No. 10.1.2                
Board of Police Commissioners for the Halifax Regional Municipality 

October 29, 2025 
  

 
 TO:                                 Chair Greg O’Malley and Commissioners of the Board of Police Commissioners 

for the Halifax Regional Municipality 
 
 
FROM:   Bill Moore, Commissioner of Public Safety 
 

 
DATE:   October 16, 2025 
 
SUBJECT:  Halifax Regional Police 2026/27 Operating Budget 

 
ORIGIN 
 
This is a staff-initiated report. 
 
 
RECOMMENDATION 
 
That, having ensured that the proposed Halifax Regional Police Operating Budget for 2026/27 as  
presented at the September 24 and October 29, 2025, meetings of the Board of Police  
Commissioners is consistent with those matters referred to in subsection 55(3) of the Police Act, the  
Board of Police Commissioners moves the following recommendation:  
 
1.That Halifax Regional Council approve the proposed 2026/27 Halifax Regional Police Operating 
Budget of $103,494,000, which includes a proposed increase in the composition as set out in the 
Proposed Service Enhancements identified in the Halifax Regional Police Proposed Operating Budget 
2026/27 Information Package and as presented by Chief MacLean to the Board on October 29, 2025.  
 
 
BACKGROUND 
 
The Halifax Regional Municipality (HRM) operates under an integrated policing model, with services  
provided by both Halifax Regional Police (HRP) and the Royal Canadian Mounted Police Halifax Regional 
Detachment (RCMP HRD). HRP is responsible for policing Halifax, Dartmouth, Bedford, and all 
communities extending from Bedford to Sambro Loop.  
 
HRP’s Operating Budget is approved annually by the HRM Board of Police Commissioners (BoPC) and 
Halifax Regional Council. For the 2025/26 fiscal year, the HRP operating budget was $101,255,700.  
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For the 2026/27 fiscal year, HRP is proposing to the Board of Police Commissioners an operating budget 
of $103,494,000, an increase of $2,238,300 (2.21%) from the 2025/26 HRP budget. 
 
The proposed 2026/27 HRP Operating Budget includes: 

• Increases in compensation budget pressures such as wages and benefits, due to various 
collective agreements 

• Ongoing annual costs for items such as equipment, services, and supplies. These costs have 
been adjusted this budget year to account for inflation where necessary. 

• Proposed service enhancements which are necessary to provide essential operational support to 
our front-line members 

 
 
DISCUSSION 
 
When preparing for the 2026/27 operating budget, HRP has considered the strategic priorities of the 
BoPC: Develop, Engage, Adapt and Evolve1.  
 
These priorities include, but are not limited to:  
 

• Increasing accountability by ensuring the necessary structures are in place to determine the 
priorities, objectives, and goals of police 

• Ensuring police services have the necessary policies, tools, and resources in place to ensure 
their health and safety, and the health and safety of the public now and into the future  

• Overseeing the development of a people-focused policing strategy, by ensuring police develop a 
clear plan that will enable them to attract, retain, and develop the people in their services 

 
The proposed 2026/27 operating budget for HRP is $103,494,000, an increase of $2,238,300 (2.21%) 
from the 2025/26 HRP budget.  
 
The vast majority of the proposed budget is required to meet our fixed costs, including the salaries and 
benefits of our members, equipment, services, and supplies. These fixed costs must be met through 
contractual obligations, and to maintain policing operations and administration.  
 
There are no requests for additional police officer positions within the proposed 2026/27 HRP Operating 
Budget. Instead, our focus is on adding civilian positions which would provide essential operational 
support.  
 
In addition to the fixed costs listed above, HRP is proposing the following service enhancements: 
 

• Emergency Response Communicators (eight positions) 
 
Emergency Response Communicators (ERCs) are positions within Integrated Emergency Services 
(IES2). IES is the largest and busiest 911 public service answering point in Nova Scotia and also answers 
all calls received on the HRP non-emergency line. 
 
ERCs are an integral part of our organization. They are the first point of contact and are responsible for 
answering calls from the public, gathering critical information from the caller and connecting citizens to 
the emergency services they require (e.g., HRP/ RCMP HRD, HRFE, etc.).  
 
 

 
1 https://cdn.halifax.ca/sites/default/files/documents/city-hall/boards-committees-commissions/250521bopc1021.pdf 
2 IES is an integrated emergency dispatch centre responsible for answering and processing all calls made to 911 within HRM. 
Overflow calls from other PSAP centres are also managed 

https://cdn.halifax.ca/sites/default/files/documents/city-hall/boards-committees-commissions/250521bopc1021.pdf
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This is a complex and challenging role. IES is a fast-paced environment with periods of high stress. ERCs 
often deal with traumatic or unsettling subject matter, along with individuals in crisis. In addition, IES 
Supervisors are trained and responsible for issuing Alert Ready3 messages.  
 
IES operates 24 hours a day, seven days a week, and is one of the few areas within HRP where there is 
mandatory overtime to ensure appropriate staffing levels. The eight additional ERC positions are required 
to complement existing staffing levels and meet demand. This resource request would benefit all public 
safety agencies within HRM, not just HRP. 
 
The estimated costs of the proposed service enhancements for 2026/27 are $392,900 (0.38% of the 
proposed budget). Should these not be approved, the proposed 2026/27 operating budget would be 
$103,101,100, a net increase of $1,845,400 (1.82%) from 2025/26. 
 
The proposed 2026/27 HRP Operating Budget is considered necessary for HRP to continue working 
towards its strategic priorities of reducing crime, improving quality of life, maintaining safe communities 
and partnerships, and being an innovative and effective police service. 
 
 
FINANCIAL IMPLICATIONS  
 
Regional Council approved an operating budget of $101,255,700 for HRP for the 2025/26 fiscal year.  
 
The proposed 2026/27 HRP Operating Budget consists of two main categories – expenditures (what will 
be spent) and revenues and recoveries (additional money that will be received). 
 
Table 1 outlines the expenditures and revenue contained within the 2025/26 budget, and how they 
compare with the proposed 2026/27 budget4: 
 

• Expenditures: 
o Compensation and benefits: these relate to employees’ salaries and benefits. They are 

fixed costs which HRP is contractually obliged to meet under ratified collective 
agreements. The proposed 2026/27 HRP Operating Budget also includes compensation 
and benefits related to the eight additional ERC positions, which are estimated at 
$392,900 (pro-rated) for 2026/27 and $776,200 for 2027/28.  

o Non-compensation operating expenses: these include items such as equipment, building 
costs, services, and supplies. These are also fixed costs as they relate to items without 
which HRP would not be able to operate. For the proposed 2026/27 budget, these costs 
have been adjusted to account for inflation where necessary. 
 

• Revenues and recoveries: these include revenue generated from extra duty services, provincial 
grants, fees for services, and recovery of compensation related to various secondments.  

 
In addition to the above expenditures, HRP is proposing service enhancements – eight additional ERC 
positions which are required to improve operational support functions and thereby bolster the level of 
service HRP provides to the public. 
 
The total cost of the proposed service enhancements for 2026/27 would be $392,900. This figure does 
not account for a full fiscal year, as the positions would start after the beginning of the 2026/27 fiscal year. 
The projected figure for these additional positions for 2027/28 would be $776,200. 
 

 
3 Alert Ready is Canada’s emergency alerting system. Alert Ready delivers critical and potentially life-saving alerts to Canadians 
through television, radio and LTE-connected and compatible wireless devices 
4 The annual budget for RCMP Halifax Regional Detachment is addressed separately by the Board of Police Commissioners, which 
then presents both budgets to Regional Council   
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The breakdown of costs for these positions can be seen in Table 2 below, and the rationale for these 
requests can be found starting on page 36 of the Halifax Regional Police Proposed Operating Budget 
2026/27 Information Package at Attachment 1. 
 
Without the service enhancements, the proposed 2026/27 budget for HRP would be $103,101,100, an 
increase of $1,845,400 (1.82%) from the 2025/26 HRP budget.  
 
With the service enhancements, the proposed 2026/27 budget for HRP would be $103,494,000, an 
increase of $2,238,300 (2.21%) from the 2025/26 HRP budget. 
 
Table 1 - Comparison of 2025/26 HRP Budget with proposed 2026/27 HRP Budget 
 

Items 2025/26 
Budget 

% Total 
Expenses 

2026/27 
Budget 

% Total 
Expenses $ change % 

change 

Compensation & 
Benefits $104,930,500 91.47% $106,810,600 91.68% $1,880,100 1.79% 

Non-Compensation 
Operating 
Expenses 

$9,784,600 8.53% $9,687,800 8.32% ($96,800) (0.99%) 

Total 
Expenditures 

$114,715,100 - $116,498,400 - $1,783,300 1.55% 

Revenues & 
Recoveries ($13,459,400) - ($13,397,300) - $62,100 (0.46%) 

Net Total $101,255,700 - $103,101,100 - $1,845,400 1.82% 

26/27 Proposed 
Service 
Enhancements 

- - $392,900 - $392,900 - 

Net Total with 
Proposed Service 
Enhancements 

$101,255,700 - $103,494,000 - $2,238,300 2.21% 

 
 
Table 2 - Cost of Proposed Service Enhancements (PSE) in proposed 2026/27 HRP Budget 
 

HRP function # of positions Estimated Cost 2026/27 Estimated Cost 2027/28 

Emergency Response 
Communicator 

8 FTE (Civilian) $392,900 $776,200 

 
For a more detailed breakdown of expenditures and recoveries, the full draft financial tables for the 
proposed 2026/27 HRP Operating Budget can be found at Appendix B of Attachment 1. 
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COMMUNITY ENGAGEMENT 
 
An initial presentation on the proposed 2026/27 HRP Operating Budget was made on September 24, 
2025, followed by an additional presentation on October 29, 2025, as part of BoPC meetings  
that are broadcast publicly and include input and dialogue from the Commissioners.  
 
A Halifax Regional Police Proposed Operating Budget 2026/27 Information Package can be found at 
Attachment 1. This was prepared for publication prior to the October 29, 2025, meeting and was 
intended for public consumption.  
 
A virtual public consultation meeting was held by the BoPC on October 6, 2025. 
 
 
ALTERNATIVES 
 
1. The Board of Police Commissioners for the Halifax Regional Municipality could choose not to approve 
the recommendation.  
 
2. The Board of Police Commissioners for the Halifax Regional Municipality could choose not to approve 
the proposed service enhancements, and instead approve the following recommendation:  
 
That, having ensured that the proposed Halifax Regional Police Operating Budget for 2026/27 as  
presented at the September 24, and October 29, 2025, meetings of the Board of Police  
Commissioners is consistent with those matters referred to in subsection 55(3) of the Police Act, the 
Board of Police Commissioners moves the following recommendation:  
 

1. That Halifax Regional Council approve the proposed 2026/27 Halifax Regional Police 
Operating Budget of $103,101,100, as presented by Chief MacLean to the Board on October 
29, 2025, but without the proposed service enhancements of eight additional civilian positions 
which were outlined in those presentations. 

 
 
LEGISLATIVE AUTHORITY 
 
Halifax Charter, section 35 (1) The Chief Administrative Officer shall (b) ensure that an annual budget is  
prepared and submitted to the Council.  
 
Nova Scotia Police Act, section 53(1): “The Board shall annually cause the chief to prepare a budget for  
the police department.” 
 
 
ATTACHMENTS 
 
Attachment 1 – Halifax Regional Police Proposed Operating Budget 2026/27 Information Package 
 
 
 
Report Prepared by: Natasha Pace, Coordinator – Halifax Regional Police  
 
Report Approved by: Chief Don MacLean, Halifax Regional Police    
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Message from the Chief 

To the residents of Halifax Regional Municipality, the Board of Police 
Commissioners, and members of Halifax Regional Council.  

I want to start by thanking the sworn and civilian members of Halifax 
Regional Police for their hard work over the last year. The policing 
environment brings new challenges each day, but our members continue 
to meet and rise above these challenges, to deliver exceptional public 
service.  

Since becoming Chief of Police, my priorities have revolved around 
recruitment and retention, having a healthy and engaged workforce, 

building and maintaining community trust, transparency and accountability within policing, and 
progressing continuous improvement opportunities and initiatives which improve operational 
readiness, efficiency, and effectiveness. These are long term initiatives which I am committed to 
progressing within our organization.   

I am pleased to say that the 2026 Police Science Program will begin on October 20, 2025, with 40 
recruits enrolled; the largest class we have ever hosted. Having consecutive classes is how we will 
keep the recruitment pace necessary to meet and maintain full-strength staffing levels.   

I am also grateful for the continued collaboration with our community partners who champion 
public safety initiatives, especially our Partners in Policing, RCMP Halifax Regional Detachment, 
and Community Safety. Together, we are making a difference. I look forward to advancing public 
safety work as a team and supporting alternative response models, such as the CARE pilot program 
(Crisis Assistance and Response), which recently launched.  

This year, I am asking for eight additional positions of Emergency Response Communicator within 
our Integrated Emergency Services team.   

Emergency Response Communicators are foundational to our municipality’s public safety 
ecosystem. They are the voice at the end of a 911 call, providing calm reassurance while working 
rapidly to direct and coordinate the emergency response. If approved, this request will benefit our 
communities and all emergency service providers.   

I would like to take this opportunity to thank the residents of HRM, the Board of Police 
Commissioners, and members of Halifax Regional Council, for taking the time to read this Budget 
Information Package and consider the proposed 2026/27 HRP Operating Budget. 

Sincerely, 

Don MacLean 
Chief, Halifax Regional Police 

Original Signed
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1. Executive Summary 
 

The proposed 2026/27 HRP Operating Budget is $103,494,000; a net increase of 
$2,238,300 (2.21%) in the approved operating budget from 2025/26, which was 
$101,255,700.   

The proposed operating budget is made up of fixed costs such as salaries and benefits, 
which we have contractual obligations to meet, and ongoing annual costs for equipment, 
services, and supplies, which have been adjusted to account for inflation.  

Included within the proposed operating budget is funding for service enhancements; eight 
additional positions of Emergency Response Communicators (ERCs) within the Integrated 
Emergency Services (IES) team.  

These additional positions would cost an estimated $392,900 in 2026/27 (pro-rated) and 
$776,200 in 2027/28. 

ERCs play a central and critical role in the HRM public safety ecosystem. Although funded 
through the police budget, they receive and process all 911 and non-emergency calls for 
service from the public which require one or more of the following municipal emergency 
services: HRP, RCMP HRD, HRFE, and EHS. ERCs are also responsible for dispatching 
police and fire resources where an in-person response is required.  

The speed, safety, and effectiveness of the overall emergency response by public safety 
agencies all depend on ERCs, but the staffing growth in IES has not kept pace with that of 
the municipality’s population and the resources they are responsible for dispatching. 

Since 2017, the number of ERCs has increased by 11 positions (eight full-time, three part-
time). In comparison, the municipality’s population has increased by over 80,000 
residents, 62 police officers, and 216 firefighters. 

ERCs perform a critical and challenging role. There has been a steady increase in the 
number of ERCs on sick leave, long-term leave, or modified duties in recent years, creating 
staffing challenges and the increased use of overtime. 

911 calls will always be a priority and continue to be answered within 20 seconds or less, 
99.9% of the time. The impacts of staffing challenges are felt elsewhere; wait times for 
callers to the non-emergency line have tripled since 2017, supervisors are abstracted from 
supervisor duties to perform ERC roles, and officers are required to perform computer 
system checks typically completed by ERCs, thereby detracting their attention from the 
situation they are dealing with and the surrounding environment. 
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Should these additional ERC positions not be approved, the longer wait times for non-
emergency calls will persist and likely increase, higher levels of overtime costs and 
employee sickness and absence are anticipated, supervisors will continue to be 
abstracted from their supervisory duties, and the time available for necessary training and 
partnership collaboration on projects and initiatives will be reduced. Taken together, the 
likely outcomes include increased employee burnout and higher levels of public and 
partner dissatisfaction. 

The proposed 2026/27 HRP Operating Budget is considered necessary for HRP to continue 
building and maintaining a healthy and engaged workforce that is operationally ready and 
resilient, to serve the public and protect the safety of our communities, through strong and 
collaborative working relationships with our public safety partners. 
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2. Background 

Halifax Regional Municipality (HRM) operates under an integrated policing model, with services 
provided by both Halifax Regional Police (HRP) and the Royal Canadian Mounted Police Halifax 
Regional Detachment (RCMP HRD). 

HRP is the largest municipal police service in Atlantic Canada, with an authorized strength1 of 564 
police officers and 217.4 civilian employees2. HRP is responsible for policing Halifax, Dartmouth, 
Bedford, and all communities extending from Bedford to Sambro Loop. The remaining areas of HRM 
are policed by RCMP HRD. See Appendix A for a map of HRM and its policing districts. 

HRP and RCMP HRD are Partners in Policing. The integrated police service model is unique across 
Canada and sees employees from both organizations working together in integrated units including 
the Criminal Investigation Division (CID), Court Section and Records Section.   

The Halifax Board of Police Commissioners (BoPC) provides civilian governance and oversight for 
HRP on behalf of Halifax Regional Council. The board’s mandate also includes acting as a conduit 
between the community and HRP to ensure community needs and values are reflected in policing.  

Under the 2004 Police Act, municipal policing services provided within the province of Nova Scotia 
shall include the following3: 

• Crime prevention; 
• Law enforcement; 
• Assistance to victims of crime; 
• Emergency and enhanced services; and 
• Public order maintenance. 

 

 

 

 

 

 

 

 

Photo: Constable Martin Cromwell has been a member of HRP for 18 years and currently serves as the organization’s 
Public Information Officer within the Corporate Communications and Public Relations Section. 

 
1 ‘Authorized strength’ refers to the number of permanent full-time positions which are approved and funded. The terms 
‘actual strength’, ‘employee strength’, or ‘headcount’ refer to the number of people in those positions 
2 During the 2025/26 fiscal year, which began with 202.4 FTE civilian positions, 17 civilian positions were added as service 
enhancements, and two civilian positions from the HRP Freedom of Information & Protection of Privacy (FOIPOP) team 
were transferred to the HRM Access & Privacy team 
3 Section 35(3) Nova Scotia Police Act 2004  
 

file://///msfs12.hrp.halifax.ca/shared/Policy%20Planning%20&%20Research/HRM%20Budget%20and%20Business/2024-2025/03.%20BoPC%20Updates/3.%20BoPC%20Nov%2015%20Detailed%20Presentation/Nova%20Scotia%20Police%20Act%202004
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3. Strategic Priorities 
 

Our mission at HRP is to build and maintain confidence, trust, and safety in partnership with our 
communities and RCMP HRD.  

When preparing for the 2026/27 budget, we have considered the strategic priorities of the Board of 
Police Commissioners under their four workplan pillars: Develop, Engage, Adapt, and Evolve4.  

These priorities include, but are not limited to: 

• Ensuring police services have the necessary policies, tools, and resources in place to 
ensure their health and safety, and the health and safety of the public now and into the 
future. 

• Overseeing the development of a people-focused policing strategy, by ensuring police 
develop a clear plan that will enable them to attract, retain, and develop the people in their 
services. 

 

 

 

 

 

 

 

 

 

 

 

Photo: Inspector Christina Martin has been a member of HRP for 26 years and currently serves as the Inspector within the 
Administration Division. 

  

 
4 https://www.halifax.ca/media/84632 (Attachment 1) 

https://www.halifax.ca/media/84632
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4. Year-in-review 

 

During the last 12 months, HRP has continued to focus on several long-term initiatives addressing 
recruitment and retention, continuous improvement, and employee wellness.  

Recruitment of Police Officers 

The 2025 Police Science Program (PSP) class concluded in June 2025; 22 cadets graduated and are 
now actively serving their community as HRP Constables.  

The 2026 PSP class will begin on October 20, with an anticipated number of 40 recruits, the largest 
PSP class HRP has ever trained. Running a larger PSP class on an annual basis is the primary way 
HRP’s staffing numbers will achieve and maintain full strength. 

Alongside the PSP is the continuous recruitment of Experienced Police Officers (EPOs). Between 
January 1, 2025, and September 10, 2025, six EPOs joined the ranks at HRP. 

See Figure 11 for a chart illustrating the number of officers hired. 

Early Intervention Program 

To better support the health and wellness of employees, HRP is working with HRM IT to procure and 
implement an Early Intervention (EI) Program; a preventative program designed to identify early 
warning signs such as the number of traumatic calls a member has attended, or high levels of 
sickness or overtime.  

When a certain threshold is met, this triggers the system to send an alert to the Wellness Program 
Specialist, for further review in consultation with the employee’s supervisor, and consideration of a 
wellness intervention. The program tracks cumulative incidents which have greater potential for 
trauma and an impact on the employee’s health, and aims to do the intervention before members 
become unwell. 
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Photo: Constable Anil Rana graduated from the HRP Police Science Program in 2019 and currently serves with the Patrol 
Division. 

Digital Evidence Management System, Body-Worn Cameras, and In-Car Cameras 

The 2025/26 HRP Operating Budget contained funding to implement a digital evidence 
management system (DEMS), body-worn cameras (BWCs), in-car cameras (ICCs), and associated 
staffing requirements; one DEMS supervisor and nine DEMS clerks. 

This is a large and complex initiative for HRP. A project team has been established by HRM IT; led by 
a full-time project manager and supported by key project roles including change manager, business 
analyst, and functional analysts. HRP roles include but are not limited to the project sponsor, 
business lead, policy advisor, and communications advisor. The DEMS supervisor will assume the 
role of business lead once recruitment for that position is complete. 

A core principle of the project is to ensure alignment with RCMP policy and processes as far as 
possible, to ensure the public can expect the same DEMS and BWC practices from police, 
regardless of where they are in HRM. Having already implemented DEMS and BWCs for RCMP 
members within Halifax and other Nova Scotia RCMP detachments, the RCMP program manager 
has been a critical and valuable source of information, assistance, and advice. We look forward to 
this productive and collaborative working relationship continuing as the HRP program is designed 
and delivered. 

The project manager has been working closely with the relevant teams and key personnel from IT, 
HRP, Procurement, Privacy, and Risk and Legal, towards the critical deliverable of contract award. It 
is anticipated that this process will soon be concluded. 

As work has progressed to understand the necessary scope of work, milestones and dependencies, 
the project team determined that an upgrade planned for the Records Management System used by 
HRP (Versadex RMS) will be necessary to enable the DEMS functionality.  
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When taken together, the timeline of the upgrade and the level of detailed work for the contract 
award have resulted in revisions to the original estimated timeline for implementation of all aspects 
of this initiative. It is now projected that HRP will go live with the DEMS system in March 2026, ICCs 
in June 2026, and BWCs in September 2026.  
 
Alternative Response Patrol Pilot 
 
The Alternative Response Unit (ARU) was created in January 2025 as a three-month pilot project. Its 
mandate was to deal with non-complex lower priority calls for service, thereby re-directing them 
away from frontline officers. The intended benefits included the increased likelihood of a same-day 
response to those calls, and increased availability for frontline officers to have a more proactive 
presence in their communities and ensure they were available for the most serious calls. 

Members from the Community Relations and Crime Prevention (CRCP) Unit, Community Response 
Officers (CROs), and the Investigative Call Back Unit took part in the pilot project. Following its 
conclusion, CRCP members and CROs returned to their units. The ARU is now continuing in a 
reduced capacity while HRP examines the results of the pilot. 
 
Employee Engagement Working Group 
 
The HRP Employee Engagement Working Group (EEWG) continues to meet monthly. Following the 
HRM employee engagement survey in 2024, the EEWG conducted a follow-up survey in 2025 to 
better understand issues specifically affecting engagement levels in HRP. The group continues to 
review and progress actions and initiatives related to the key areas of internal communication, 
personal development, and workplace culture, environment, and wellbeing. 
 
Respectful & Safe Workplace Working Group 

In 2024, a Respectful and Safe Workplace (RSW) Working Group was established; an employee 
group committed to fostering a safe, inclusive, and respectful environment for all HRP members. As 
its first major endeavor, the RSW will host an inaugural HRP Respectful and Safe Workplace 
Symposium on October 27, 2025. The event will explore topics related to HRP culture, creating and 
fostering inclusive and respectful workplaces, human rights, the Nova Scotia Police Act, and 
current HRM policies available to help support and inform employees. 

Rainbow Internal Support Network 

The HRP Rainbow Internal Support Network (R-ISN) continues to conduct outreach and build 
relationships with the local 2SLGBTQIA+ community, and support employees. The R-ISN also 
hosted the second annual Pride BBQ for HRP members and their families during Pride Week. 
 
On-demand & Scheduled Interpretation & Translation Services 
 
To better support our diverse communities and frontline employees, HRP has been working to 
procure and implement on-demand and scheduled interpretation and translation services. These 
are anticipated to be in place very soon and will enable improved communication with individuals 
where there is a language barrier. 
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CRCP Programs 
 
Our Community Relations and Crime Prevention (CRCP) Unit has been working to reimagine 
existing programs which are currently offered to the community, including the Co-op program, 
which will now follow a new structure. Students will learn how various sections of the police service 
and external partners collaborate on real-world cases. Each session will highlight the role and 
responsibilities of a different unit or partner, providing a comprehensive view of the criminal justice 
system in action.  
 
CRCP is also examining the feasibility of implementing an HRP Family Program which would 
provide meaningful insight into the day-to-day realities of policing for family members.  
 
Work is underway to host a Senior Police Academy in the spring. This initiative is designed to 
engage our senior community members by providing a welcoming and accessible opportunity to 
learn more about policing and public safety through interactive presentations and Q&A sessions 
with specialized units.  
 
HRP looks forward to continuing to work with our partners and our communities to prevent, reduce 
and detect crime, and protect the quality of life for our residents in the year ahead. 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
Photo: Constable David Gallivan joined HRP in 2007 and is a member of the Mounted Unit. Police Horse Jewelz has been 
a member of the department since 2018. 
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5. Our Municipality 

i. Population Growth 
 
HRM is the largest municipality in the Atlantic region and continues to grow at an extraordinary rate. 
The growth in recent years shows no signs of slowing down, with Halifax Regional Council recently 
passing a plan to prepare HRM for one million people.5 It is projected this could happen by 2050.6 

 
In 2024, the population of HRM was estimated by Statistics Canada at 503,0377 (see Figure 1).  
The rate of growth decreased from 2023, but the population of HRM is still predicted to continue 
trending upwards with international migration as a primary contributing factor.  
 
Figure 1 – Halifax Regional Municipality Population Growth 2003 – 2024  

 
 

HRM is also home to temporary populations, including a large student population across 
universities, the Nova Scotia Community College (NSCC), and private career colleges.  

HRP is responsible for policing the urban core areas of HRM; Halifax, Dartmouth and Bedford. 
These areas see high levels of commuters, tourists in seasonal months, and visitors to the 
shopping and entertainment districts. 

The mandates of emergency services include keeping people and property safe from harm. When 
the numbers of people and property increase, there is a higher probability of an increase in 
incidents affecting their safety. Emergency services must be ready and prepared with the necessary 
level of resources to respond in a way that the public rightfully expects, when the need arises. 

 
5 Regional Plan Review Phase 4 - Attachment A11 - Update to Population & Housing Issue Paper - June 19/25 Regional 
Council Special Meeting | Halifax.ca 
6 https://www.cbc.ca/news/canada/nova-scotia/halifax-council-passes-plan-to-prepare-city-for-1-million-people-
1.7566338  
7 Population estimates, July 1, by census division, 2021 boundaries 

https://pub-halifax.escribemeetings.com/filestream.ashx?DocumentId=2176
https://pub-halifax.escribemeetings.com/filestream.ashx?DocumentId=2176
https://www.cbc.ca/news/canada/nova-scotia/halifax-council-passes-plan-to-prepare-city-for-1-million-people-1.7566338
https://www.cbc.ca/news/canada/nova-scotia/halifax-council-passes-plan-to-prepare-city-for-1-million-people-1.7566338
https://www150.statcan.gc.ca/t1/tbl1/en/tv.action?pid=1710015201
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ii. Calls for Service & Proactive Activity 
 

The HRP Integrated Emergency Services (IES) is a Public Safety Answering Point (PSAP) in HRM and 
the largest PSAP in Nova Scotia.  

IES receives and processes all 911 and non-emergency (5020) calls for service from the public 
which require one or more of the following emergency services: HRP, RCMP HRD, HRFE, and EHS.  

IES is also responsible for dispatching resources for HRP, RCMP HRD, and HRFE (which also 
responds to medical emergencies), where an in-person response is required. 

The vast majority of calls for service are made by telephone, with a much smaller but increasing 
number of requests being reported online.  

 

 

 

 

 

 

 

 

 

 

 

 

Photo: Laura Clancey is an Emergency Response Communicator Supervisor. She has been with Integrated Emergency 
Services for eight years. 

From the point when the call for service is received, the IES Emergency Response Communicators 
(ERCs) remain involved with the call until no further IES actions are required, and the call can be 
closed. The length of time that ERCs remain involved depends on the complexity and severity of the 
call and can range from a few minutes to over 24 hours.8 This may require making contact and 
liaising with other agencies and departments such as Ground Search and Rescue, EHS, Public 
Works, Department of Transportation, 311, Department of Natural Resources, and Shubie Radio 
Communications Center. 

 
8 For example, the response to a homicide will involve the dispatch and coordination of multiple units, and actions often 
requiring frontline resources for an extended period of time, such as the guarding of scenes 
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Other functions of IES include dealing with ‘overflow’ calls to other PSAPs in the province when 
those PSAPs are at capacity, as well as receiving calls from residential and business alarm lines, 
and phones located at police detachments and in certain public locations.9 

Figure 2 shows the number of 911 and non-emergency (5020) calls for service answered by IES 
since 2017 and includes the figure for 2025 up to and including August 31. These numbers fluctuate 
annually and tend to hover around 300,000 calls per year. 

Figure 2 - Total number of calls answered by IES, 2017-2025 YTD (YTD: August 31, 2025)  

 

 

Figure 3 shows the percentages of 911 and non-emergency (5020) calls. Since 2017, 911 calls have 
made up between 25-34% of all calls received by IES. 

Figure 3 – Percentage of 911 and 5020 calls received by IES 2017-2025 YTD 

 

 
9 Data on the other lines managed by IES are not available 
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Figure 4 shows the number of calls for service since 2017 which required an HRP unit to be 
dispatched and includes the figure for 2025 up to and including August 31. These numbers 
fluctuate annually, and in recent years have hovered around 100,000 per year. 

Figure 4 - Total number of calls HRP Officers dispatched to, 2017-2025 YTD (YTD: August 31, 2025) 

 

 

Reports of certain types of crime10 can also be made online. These reports are not received and 
processed by IES; they are reviewed by a separate department and, depending on the information in 
the report, may require an officer to be assigned.  

Figure 5 shows the number of incidents reported online to HRP since 2015 and includes the figure 
for 2025 up to and including September 14. The number has been steadily increasing over time. 

Figure 5 - Number of incidents reported online to HRP, 2015-2025 YTD (YTD: September 14, 2025) 

 

 
10 Damage/Mischief to Property or Vehicle, Lost or Found Property, Theft Under $5k, Theft from Vehicle Under $5k 
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When not assigned to calls for service or working on their crime workload11, patrol officers are 
expected to carry out proactive activity, such as traffic stops, foot patrols, and mobile patrols in 
areas experiencing higher levels of crime or public disorder.  

Proactive policing is a best practice; it enables officers to use unallocated time to engage in such 
self-initiated activities that can prevent or even suppress crime in certain areas.12 

Figure 6 shows the number of incidents of proactive activity13 carried out by HRP patrol officers 
since 2015.  

Levels of proactive activity began decreasing from 2018 and were low during 2020-2022. This was to 
be expected in 2020 and 2021 as everyday life and policing activity were subject to public health 
restrictions during the COVID-19 pandemic. The levels of proactive activity have increased since 
2023 but remain below pre-pandemic levels. 

Figure 6 - Number of incidents of HRP proactive activity (Patrol), 2015-2025 YTD (YTD: September 14, 
2025) 

 

  

 
11 See Section 5 (iii) for explanation of ‘crime workload’ 
12 https://www.halifax.ca/sites/default/files/documents/city-hall/regional-council/200114rc-i01.pdf (p.10) 
13 Measured through the number of incidents recorded as a Traffic Stop, Foot Patrol, or Proactive Activity 
 

https://www.halifax.ca/sites/default/files/documents/city-hall/regional-council/200114rc-i01.pdf
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iii. Crime Rate & Severity Indexes 
 

The number of criminal violations reported to HRM police has fluctuated over the past 10 years, 
with a sharp rise seen in recent years, beginning in 2021 (Figure 7). 

The crime rate is the total number of criminal violations per 100,000 population (Figure 8). The 
crime rate saw a decrease in 2023 then increased in 2024 to above the national crime rate, which 
saw a decrease that year. 

Statistics Canada also publishes national statistics on crime severity across Canada through the 
Crime Severity Indexes (CSIs), which measure changes in the severity of crime in different 
geographical areas by giving a ‘weight’ to each offence type according to its severity.14  

For example, a murder would have a heavier weight than a robbery, and a robbery would have a 
heavier weight than a theft.  

The Halifax CSIs for 2024 were published in July 2025.15 

• The overall Crime Severity Index (CSI) (Figure 9) was 74 in 2024, a 3% increase from 2023 
and lower than the national overall CSI of 77.9. 

• The Violent Crime Severity Index (VCSI)16 (Figure 10) was 93.58 in 2024, a 4% decrease from 
2023 and lower than the national VCSI of 99.9. 

• The Non-Violent Crime Severity Index (NVCSI)17 (Figure 11) was 66.73: an 8% increase from 
2023 and lower than the national NVCSI of 69.8 (which decreased by 6% from 2023). 

Change in geographical area of ‘Halifax’ for the purpose of national police-reported crime data 

Canadian police agencies report data on criminal violations to the Canadian Centre for Justice and 
Community Safety Statistics (CCJCSS) division of Statistics Canada. These figures are published 
annually by Statistics Canada. The data for police agencies which operate at the municipal level 
and where the population exceeds 100,000 are reported according to Census Metropolitan Area 
(CMA). 

Before 2024, the geographical boundary of Halifax CMA aligned with that of HRM. This meant the 
annual crime statistics published by CCJCSS for Halifax CMA could be interpreted as the crime 
statistics for HRM. 

 
14 CSI weights are based on the violation’s incarceration rate and the average length of the prison sentence handed down 
by criminal courts. The more serious the average sentence, the higher the weight assigned to the offence, meaning that 
the more serious offences have a greater impact on the index. Unlike the traditional crime rate, all offences, including 
Criminal Code traffic violations and other federal statute violations, such as drug offences, are included in the CSI 
(Source: Statistics Canada) 
15 Police-reported crime in Canada, 2024 
16 The VCSI includes all violent violations, such as murder, manslaughter, sexual assault, assault, and includes some 
violations which have not always been included, such as uttering threats, criminal harassment, and forcible confinement 
17 The NVCSI includes all non-violent criminal violations, including traffic, as well as drug violations and all Federal 
Statutes 

https://www150.statcan.gc.ca/n1/pub/11-627-m/11-627-m2025041-eng.htm
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In 2024, Statistics Canada changed the geographical boundaries of Halifax CMA to include the 
Municipality of East Hants. This change was made to align with boundary adjustments made by 
Statistics Canada for the 2021 Census.18 

This means police-reported crime data published by Statistics Canada for 2023 onwards, for 
Halifax, apply to the combined municipalities of HRM and East Hants. Data for 2022 and prior years 
apply to HRM only.19 

While the addition of East Hants can be considered a major adjustment, it should be viewed as just 
one of the variables which impact crime numbers and severity. Other variables such as 
populations, crime trends, police practices, and public safety initiatives also fluctuate naturally and 
can create impacts of varying degrees. There will never be a truly comparable dataset, but what the 
crime rates and crime severity indexes do provide are standardized measures that can be examined 
over time to identify trends. 

Figure 7 - Police-reported incidents over time, total violations 2015-2024, Halifax20 

 

  

 
18 A CMA consists of one or more neighbouring municipalities situated around a major urban core. A CMA must have a 
total population of at least 100,000 of which 50,000 or more live in the urban core. To be included in the CMA, other 
adjacent municipalities must have a high degree of integration with the central urban area, as measured by commuting 
flows derived from census data. As the Census has been conducted over time, the commuting flows between East Hants 
and the urban core of Halifax have demonstrated a high enough degree of integration for East Hants to be integrated into 
Halifax CMA 
19 It is not possible to break down the dataset to reflect HRM only. CCJCSS work only with the geographical boundaries of 
areas that are set 
20 Police-reported Information Hub: Geographic Crime Comparisons (statcan.gc.ca)  

https://www150.statcan.gc.ca/n1/pub/71-607-x/71-607-x2023028-eng.htm
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Figure 8 - Police-reported incidents over time, rate per 100,000 population, total, all violations21 

 

 

Figure 9 - Crime Severity Index for Halifax and Canada, 2015-202422 

 

  

 
21 Ibid. 
22 Ibid. 
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Figure 10 - Violent Crime Severity Index for Halifax and Canada, 2015-202423 

 

 

Figure 11 - Non-Violent Crime Severity Index for Halifax and Canada, 2015-202424 

 

  

 
23 Ibid. 
24 Ibid. 
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6. Our People 

i. Recruitment & Retention 
 

Policing is a rewarding career, one where officers are able to make important community 
connections and directly impact public safety on a daily basis.  
 
At HRP, a police officer can be hired in one of two ways; by successfully completing the Police 
Science Program (PSP)25 or by joining the organization as an Experienced Police Officer (EPO).  
 

 
Photo: Constable Craig Durling has been a member of the K-9 Unit since 2018. He is currently working to qualify his 
second Police Service Dog, Goose, shown above. 
 
The primary avenue for hiring new police officers is through the PSP. To address staffing levels 
among our sworn members, HRP is focused on running consecutive PSP classes, with an emphasis 
on encouraging applicants from diverse communities to apply. Annual recruitment cycles help 
reduce the barriers that exist for some community members, such as preparing for the necessary 
fitness testing, gathering the required documentation, and acquiring the PSP tuition fee. 
 
In June 2025, 22 cadets successfully graduated from the 2025 PSP and were sworn in as 
Constables with HRP. This was the third PSP class held in the last five years.  
 
Between November 18, 2024, and January 10, 2025, HRP received 647 applications for its 2026 PSP, 
proving once again that there are many community-minded individuals dedicated to serving the 
public, who wish to make policing with HRP their career. 

 
25 https://www.halifax.ca/about-halifax/employment/work-halifax-regional-police/halifax-regional-police-cadet-
recruitment  

https://www.halifax.ca/about-halifax/employment/work-halifax-regional-police/halifax-regional-police-cadet-recruitment
https://www.halifax.ca/about-halifax/employment/work-halifax-regional-police/halifax-regional-police-cadet-recruitment
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The 2026 PSP class will begin on October 20, 2025. For the first time, HRP has enrolled 40 recruits, 
nearly double a typical PSP class. Planning is already underway for recruitment initiatives related to 
the upcoming 2027 PSP. It is anticipated that applications will open in November 2025. 
 
Diversifying HRP’s workforce is an organizational priority; it enables police to better reflect the 
communities we serve and incorporate a broader range of ideas and perspectives into the 
organization.  
 
The HRP Human Resources department has been working with HRP’s Diversity Officer to create 
strategies to promote recruitment from diverse communities. A Diversity and Equity Recruitment 
Framework has been created with the goal of making HRP’s recruitment and hiring process more 
equitable by identifying and reducing barriers for diverse candidates applying for employment 
opportunities, with a focus on the PSP. 
 
Attracting EPOs is another important avenue to fill vacancies within our organization.  
 
In partnership with HRM, a marketing campaign was launched in 2024 to attract EPOs to HRM and 
serve with HRP. “Police Out East” targeted EPOs in areas such as rural Ontario, Western Canada 
and the Military Police. The campaign showcased the east coast lifestyle and the qualities that 
make Halifax a unique and desirable place to work. 
 
Between January 1, 2025, and September 10, 2025, six EPOs joined HRP, each bringing their unique 
life experience and skills to our organization. EPO recruitment will remain an ongoing effort at HRP. 
 
Figure 12 shows the number of police officers joining and leaving HRP since 2018 through PSP and 
EPO recruitment, alongside retirements and resignations. 

Figure 12 - Number of police officers joining and leaving HRP, 2018-2025 YTD 
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Alongside recruitment efforts, HRP is also focused on retention and reintegration. Details on the 
health and wellness supports available to employees are included in Section 6 (iii). 

Some HRP employees are on long-term leave or cannot perform their regular duties due to illness 
or injury and instead perform modified duties.  

This leaves positions which are either backfilled through rotating staff members from other 
departments, addressed with overtime, or left unstaffed. For critical frontline response positions, 
leaving a position unstaffed is not an option. 

Figure 13 shows the number of sworn and civilian HRP employees on long-term leave or modified 
duties between 2015 and 2025.26 

Figure 13 - Total HRP employees on long-term leave or modified duties, 2015-2025  

 

Figure 14 shows the number of HRP officers on long-term leave or modified duties since the 
beginning of 2025. 

Figure 14 – Number of HRP officers on leave or modified duties, 2025 YTD (July 31, 2025) 

 
 

26 The numbers reflect the total employees who were on long-term leave or modified duties as of the date the data were 
reported 
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Even with measures in place to address recruitment and retention challenges, there will always be 
a level of employee attrition, through retirements and resignations.  

Figure 15 shows the number of police officers eligible to retire between 2025-2032. 

These are officers who are eligible to retire; it does not mean they will necessarily do so as soon as 
they are eligible to – that is a personal decision to make at the point that is right for them.  

If they do not retire at the point they become eligible to do so, they will be included in the following 
year’s figures as part of that year’s cumulative total.  

Therefore, the number in the current year (in this case, 2025) will always be the highest. Any of the 
91 officers eligible to retire in 2025-26 but who do not choose to do so, will be carried forward and 
included next year in the total for 2026-27. 

Figure 15 - Total numbers of HRP police officers eligible to retire, 2025-203227 

Year  # eligible to retire  
2025-2026 91 
2026-2027 23 
2027-2028 22 
2028-2029 25 
2029-2030 26 
2030-2031 26 
2031-2032 16 
Total eligible  229 

 

To mitigate the attrition rate, HRP intends to maintain a sharp focus on the continued recruitment, 
retention, and reintegration of police officers.  

 

  

 
27This number fluctuates as officers reach the date at which they are eligible to retire, and as retirements occur 
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ii. Overtime 
 

Overtime will always be a necessary part of policing. It is incurred for various reasons including 
coverage due to planned and unforeseen absences, such as vacation leave and sickness, where 
attendance is required at court at short notice, or to provide enhanced staffing levels during 
planned and unplanned large events,28 and resource-intensive investigations such as homicides. 

A certain level of overtime is to be expected, and there will always be seasonal variations 
connected to events which require additional resources, such as New Year’s Eve, or Homecoming 
in the fall. But when consistently high levels of overtime are required to maintain standard 
operations, this is neither sustainable nor conducive to employee well-being. It also takes up 
valuable supervisory time in multiple efforts to contact and call back officers, with only some who 
are contacted being available for duty. 

For key frontline positions, such as Patrol and IES, when an employee is absent from the workplace 
or on modified duties, their positions must be filled. This is achieved either through backfilling by 
rotating staff from other positions, or through overtime. 

Figure 16 shows the number of times officers have been called back to supplement the standard 
patrol operations during 2025, to increase numbers to an appropriate staffing level. This does not 
include occasions where overtime was incurred because an officer remained on duty to complete 
tasks outstanding from that shift or, for example, when an officer was called to attend court at short 
notice.  

Between January 1 and September 6, 2025, there were 2,389 occasions where officers were called 
back to supplement standard Patrol operations, amounting to 27,262 hours of overtime, at a cost of 
$2,671,556. 

Figure 16 - Number of incidents of HRP Patrol callback overtime, 2025 YTD (YTD: September 6, 2025) 

 
 

28 Some events will be classified as ‘extra duty’ overtime e.g., the BlueNose Marathon, Scotiabank Centre events, large 
load traffic transport – the costs for these are borne by the person or organization making the request 
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Figure 17 and Figure 18 show the levels of annual patrol callback hours and cost of such, since 
2012. These numbers have steadily increased over the past ten years. As we continue our focus on 
recruitment, retention, and reintegration, we hope to see these numbers reduce. 

Figure 17 - Annual total HRP Patrol callback hours, 2012-2025 YTD (YTD: September 6, 2025) 

 

 

Figure 18 - Annual total $ cost of HRP Patrol callback overtime, 2012-2025 YTD (YTD: September 6, 2025) 

 

 

 



Information Package | Proposed 2026/27 Operating Budget for Halifax Regional Police 
 

27 
 

iii. Health and Wellness  
Our people are our biggest asset. The wellness, engagement, and retention of employees is a 
priority for our organization and how we approach this is central to our workplace culture. A healthy 
and engaged workforce is better equipped to look after the public and handle the physical and 
mental demands of policing.  

HRP has many established positions and programs in place to support the health and wellness of 
all employees. These services include, but are not limited to: 

• Employee and Family Assistance Program  
• Reintegration Program 
• Wellness Program Specialist 
• Health Specialists 
• Safeguarding Program 
• Critical Incident Debriefs and Assessments 
• Rainbow Internal Support Network 

 
There are also several initiatives either being explored or which are in the early stages of 
implementation, which will provide additional support in this area, including the Early Intervention 
(EI) program. Additional resources have also been added over the last several years which have 
allowed HRP to build on its existing health and well-being framework. Many of the positions and 
programs HRP has in place are summarized below.  
 
Employee and Family Assistance Program 
The HRP Employee and Family Assistance Program (EFAP) provides confidential support for 
employees and their families who are experiencing personal, professional, or health-related 
challenges, with the objective of providing early intervention and support; encouraging employees 
and their families to seek the assistance they may need. Figure 19 shows the total annual EFAP 
referrals since 2014. 
 

Figure 19 - Annual EFAP Referrals, 2014-2025 (YTD: July 23, 2025) 
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Reintegration Program 

The HRP Reintegration Program is a confidential peer-driven, multi-faceted program which provides 
support and training for members who have experienced a critical incident and those returning to 
work following a long-term absence, which can be overwhelming. Members may need assistance 
with building their confidence and skills, to ensure readiness to resume their regular duties.  

The Reintegration Program is designed to support a member’s specific needs. Members can self-
refer, or they may be referred by another person such as their supervisor, a co-worker, a Health 
Specialist, the Wellness Specialist, or the EFAP Coordinator.  

As each individual and their experience is unique, the employee will lead the pace, scope, depth, 
length, and direction of their individual reintegration. This allows them the opportunity to work 
through the sensitivities of a situation in the safety of a confidential environment. 

Since its inception in Fall 2022, 65 people have officially participated in the Reintegration Program 
in some capacity. 

Wellness Program Specialist 

The HRP Wellness Program Specialist (WPS) is responsible for implementing health and wellness 
programs across HRP, through education, training, prevention, intervention, and recovery 
strategies, which focus on holistic lifestyle approaches to health and wellness.  

This position employs a comprehensive health promotion approach to the development and 
implementation of initiatives and programs that encompasses psychological, physical, and 
emotional components, with the objective of empowering and motivating employees to make 
positive personal choices that improve their overall health and well-being. 
 
An initiative identified a couple of years ago by the WPS is the Early Integration (EI) Program. As 
outlined in this document, the benefits of this program have been recognized by HRP and the 
software necessary to enable the EI program was approved by Regional Council as part of the HRM 
IT Business System 2025/26 Capital Budget. HRP is moving forward with the project in partnership 
with HRM IT.  
 

Culture and Support Manager 
 
As part of the 2025/26 HRP Operating Budget, Regional Council approved a Culture and Support 
Manager. This new position will manage the positions of Reintegration Coordinator, Wellness 
Program Specialist, and EFAP Coordinators and volunteers.  
  
The Culture and Support Manager will also have responsibility for the creation of an overarching 
strategy and policies in this area, as well as other business and strategic programs and initiatives 
such as the Safeguarding and Early Intervention programs.  
  
The recruitment process for this position is underway. Once complete, the position is expected to 
alleviate some of the direct reporting demands on the Inspector within the Administration Division 
and allow them to focus more attention on the Training Section.  
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Health Specialists 
 
There are two full-time permanent Health Specialists at HRP who are responsible for delivering 
effective case management services to support the reintegration of ill, injured, and absent 
employees back into the workplace. They act as the coordinator in facilitating the return to work, 
liaison with the Nova Scotia Workers’ Compensation Board (WCB), as well as support services for 
employees who stay at work during their recovery.  
 
The Health Specialists work with the Reintegration Coordinator, the Wellness Program Specialist, 
the EFAP Coordinator, and any other support services they deem necessary to support and 
facilitate the employee’s full return to the workplace. As with the Reintegration Program, there is no 
one-size-fits-all solution so they work to develop a plan tailored to the individual employee. 
 
The Health Specialists also provide support and guidance to workers who may be struggling with 
illness, injury, or other absence but who want to stay at work, by connecting them with the services 
and support they need, based on their individual requirements.  

Figure 13 shows the total number of employees on long-term leave or modified duties between 
2015-2025. 

Safeguarding Program 

The HRP Safeguarding Program supports certain positions within HRP which are at a higher risk of 
significant and/or prolonged exposure to situations and material with an increased likelihood of 
having an adverse impact on the employee, such as child abuse, sexual assault, and homicide.  

These employees participate in an annual assessment with a psychologist29 to assess whether they 
are coping with the demands of the role and are safe to continue working in that position, or 
whether they may need additional supports or treatment, such as counselling or a period of leave.  

Critical Incident Debriefs and Assessments 

Critical incident debriefs and assessments take place when there has been an incident of a 
particularly traumatic nature. The EFAP Coordinator will arrange for a debrief to be held with the 

 
29 A private psychologist is contracted to carry out these assessments. They also carry out pre-employment assessments 
of applicants for the PSP cadet class, and post-critical incident assessments where required. In the 2023/24 budget 
process, HRP requested two new positions, and these were approved: Psychologist and Occupational Health Nurse. 
These requests highlighted a need for such capability and capacity across HRM, so the positions were transferred to 
Human Resources to create the HRM positions of Director of Employee Wellbeing and Occupational Health Practitioner. 
HRP recognizes the benefits of these new positions and is committed to a collaborative partnership for the benefit of all 
employees. It is felt that HRP would still benefit from an in-house psychologist, including that they would complete all 
psychological assessments during the hiring process for both new and experienced police officers rather than this 
process being contracted out. The position would also be readily available for advice to the existing health and wellness 
team, and to liaise with other treatment providers, thereby reducing potential delays in the return to work or recovery 
process. This will be a potential consideration in future budget discussions 
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employees exposed to the trauma, either individually or as part of a group. Participation is voluntary 
but strongly encouraged.  

During the debrief the EFAP Coordinator will assist the participants in normalizing the feelings they 
are experiencing and help them understand potential reactions they may feel and experience, as 
well as educate them on available resources and supports if they do experience such reactions. 

Psychologist assessments are scheduled for six weeks post-incident, and beyond. If the 
psychologist identifies that an employee has been significantly impacted by the incident, the 
Wellness Program Specialist will connect with the employee to see if they would benefit from 
support and assistance. Where they would, a claim is submitted to the Workers’ Compensation 
Board, and the employee will be supported through that process by the Health Specialists.  

Respectful and Safe Workplace Working Group 

The Respectful and Safe Workplace (RSW) Working Group is an employee group committed to 
fostering a safe, inclusive, and respectful environment for all employees. It aspires to drive cultural 
transformation within HRP by reviewing and improving the current complaint process, consulting 
with senior management and internal leaders to provide informed recommendations, developing 
an HRP-specific Respectful and Safe Workplace Policy and conducting focus groups and research 
to better understand employee concerns and experiences. 
  
The RSW is also focused on creating opportunities for HRP employees to learn about respectful and 
safe workplaces and how to foster them within the policing environment. As its first major 
endeavor, the RSW will host an inaugural HRP Respectful and Safe Workplace Symposium on 
October 27, 2025. The event will explore topics related to HRP culture, creating and fostering 
inclusive and respectful workplaces, human rights, the Nova Scotia Police Act, and current HRM 
policies available to help support and inform employees. 

Rainbow Internal Support Network  

The Rainbow Internal Support Network (R-ISN) is an employee-led confidential support group 
which was established to support employees who identify as 2SLGBTQIA+.  
 
Since it was formally recognized in 2023, the R-ISN has supported 2SLGBTQIA+ employees in 
several ways; providing advice and support on 2SLGBTQIA+ issues, supporting members through 
complaints processes, creating and rebuilding relationships with HRM’s 2SLGBTQIA+ community, 
driving internal change with new initiatives, and creating safer spaces and resources for 
2SLGBTQIA+ identifying employees.  
 
In addition, the R-ISN delivered block training on the 2SLGBTQIA+ community in 2023 to employees 
and the management team. The R-ISN remains available as a resource comprised of subject matter 
experts to all levels of the organization, which continues to build relationships and work towards an 
inclusive workplace for all. 
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Employee Engagement Working Group 

Increasing engagement and improving morale in the workplace is a priority for HRP.  
 
The Employee Engagement Working Group (EEWG) was re-established in January 2024 and 
consists of sworn and civilian, unionized and non-unionized employees from several HRP teams 
and at different ranks. The EEWG meets monthly and has established three sub-committees to look 
at key areas of focus, including internal communication, personal development, and workplace 
culture, well-being and environment.  
 
Following the HRM employee engagement survey in 2024, the EEWG conducted an internal follow-
up HRP survey earlier this year, to better understand employee engagement issues specific to HRP. 
The feedback was valuable and is helping to shape the group’s priorities and initiatives. 
 
Chaplaincy Program 

It is important that HRP members and the community have access to clergy members to provide 
emotional and spiritual assistance, when required.  

HRP has two Chaplains that are available 24/7 on an on-call basis. Their responsibilities include, 
but are not limited to, visiting divisional offices, going on patrol, attending death notifications, 
providing resources in areas such as addictions, family counselling, critical incident stress and grief 
counselling, as well as meeting with members and/or their families about personal issues. 

In the coming months, EFAP plans to work in conjunction with the Chaplaincy Program to onboard 
two additional Chaplains. This would bring the complement of Chaplains available to HRP 
employees to four. 
 
Therapy Dog Program 

Through a partnership with community volunteers, HRP has participated in a therapy dog program 
for the last seven years.  
 
Therapy dogs typically visit various HRP offices six times per month to help provide stress relief. 
They provide employees with a distraction from the negativity they see on a daily basis and can be 
therapeutic for some members. HRP currently has two volunteer therapy dog teams who are both 
certified through Saint John Ambulance. 
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Photo: Journey (left) and Austin (right) visit HRP members on a regular basis as part of the Therapy Dog 
program. 
 
Wellness Rooms 

HRP has four official wellness rooms. The wellness rooms are located within Central Division, West 
Division, the Criminal Investigation Division, and Integrated Emergency Services (IES).  Wellness 
rooms are meant to be a private space where employees can go if they need a few minutes alone to 
rest or decompress.  
 
HRM Supports and Services 

In addition to the above resources, HRM also has health and wellness related policies, programs, 
and initiatives in place to support HRP employees. New and existing employees are regularly 
informed and reminded of all available resources, to ensure they are aware of the help and support 
available to them in all aspects of their personal and professional lives.  
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7. Proposed 2026/27 HRP Operating Budget 

i. Financial Summary 
 

The financial information contained in this section relates to the proposed 2026/27 HRP Operating 
Budget30. 

The HRP Operating Budget is prepared annually by the Chief of HRP for the BoPC, in accordance 
with section 53(1) Nova Scotia Police Act: “The Board shall annually cause the Chief to prepare a 
budget for the police department.” Once ratified by the BoPC, it is presented to Halifax Regional 
Council for approval. 

The HRP Operating Budget for the 2025/26 fiscal year was $101,255,700. 

The proposed 2026/27 HRP Operating Budget consists of two main categories – expenditures 
(money that will be spent) and revenues and recoveries (money that will be received). 

Table 1 outlines the expenditures and revenue contained within the 2025/26 budget, and how they 
compare with the proposed 2026/27 budget: 

• Expenditures: 

▪ Compensation and benefits: these relate to employees’ salaries and benefits. They 
are fixed costs which HRP is contractually obliged to meet under ratified collective 
agreements.  

▪ Non-compensation operating expenses: these include items such as equipment, 
building costs, services, and supplies. These are also fixed costs as they relate to 
items without which HRP would not be able to operate. For the proposed 2026/27 
budget, these costs have been adjusted to account for inflation. 

• Revenues and recoveries: these include revenue generated from extra duty services, 
provincial grants, and recovery of compensation related to various secondments. 

In addition to the above expenditures, HRP is proposing further service enhancements through the 
addition of eight Emergency Response Communicator (ERC) positions, which provide critical 
operational support to all HRM public safety agencies. Table 2 outlines the cost of these additional 
positions. 

The total costs of the proposed service enhancements for 2026/27 would be $392,908.80. This 
figure does not account for a full fiscal year, as the positions would start after the beginning of the 
2026/27 fiscal year. The projected figure for these additional positions for 2027/28 would be 
$776,193.28. 

 
30 The Capital Budget for all HRM business units is managed through a separate process. The annual operating budget for 
RCMP Halifax Regional Detachment is addressed separately by the Board of Police Commissioners, which sends both 
HRP and HRD proposed operating budgets to Regional Council, following approval at the BoPC stage 
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The rationale for requesting the additional positions is outlined in Section 7(ii).  

Without the service enhancements, the proposed 2026/27 budget for HRP would be $103,101,100; 
an increase of $1,845,400 (1.82%) from the 2025/26 HRP budget. 

With the service enhancements, the proposed 2026/27 budget for HRP would be $103,494,000; an 
increase of $2,238,300 (2.21%) from the 2025/26 HRP budget. 

Table 1 - Comparison of 2025/26 HRP Budget with proposed 2026/27 HRP Budget 

Items 
2025/26 
Budget 

% Total 
Expenses 

2026/27 
Budget 

% Total 
Expenses 

$ change 
% 

change 

Compensation & 
Benefits 

$104,930,500 91.47% $106,810,600 91.68% $1,880,100 1.79% 

Non-Compensation 
Operating Expenses 

$9,784,600 8.53% $9,687,800 8.32% ($96,800) (0.99%) 

Total Expenditures $114,715,100 - $116,498,400 - $1,783,300 1.55% 

Revenues & 
Recoveries 

($13,459,400) - ($13,397,300) - $62,100 (0.46%) 

Net Total $101,255,700 - $103,101,100 - $1,845,400 1.82% 

26/27 Proposed 
Service 
Enhancements 

- - $392,900 - $392,900 - 

Net Total with 
Proposed Service 
Enhancements 

$101,255,700 - $103,494,000 - $2,238,300 2.21% 

 

Table 2 - Cost of Proposed Service Enhancements (PSE) in proposed 2026/27 HRP Budget 

HRP function # of positions Estimated Cost 2026/27 Estimated Cost 2027/28 

Emergency Response 
Communicator 

8 FTE (Civilian) $392,900 $776,200 

 

For a more detailed breakdown of expenditures and recoveries, the draft financial tables for the 
proposed 2026/27 HRP Budget can be found at Appendix B. Please note, the tables contain 
estimated information and are subject to change as the budget process progresses. 
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ii. Proposed Service Enhancements 
The needs of policing are continuously evolving. Every year, the senior leadership team at HRP 
reviews staffing levels in their respective areas to identify whether additional human resources are 
required to meet the needs of our growing municipality. 

In the 2025/26 budget process, 17 new civilian positions were approved for HRP, to enhance service 
delivery in several areas.  

Recruitment into these positions does not happen on the first day of the new fiscal year. Whether 
the position already exists or needs creating, and whether the successful applicant is internal or 
external, all impact the timeline for completion of the recruitment process.31 The operating budget 
allows for this, and projects when funding for each position will start based on a realistic estimate 
of when the positions will be filled. 

The table below shows the status of each of the new positions. 

Position Recruitment status as of October 2025 
 

Victim Services Case Worker (2 FTE) 
 

Recruitment process complete for one 
position, underway for the second.  

Culture and Support Manager (1 FTE) Job creation in progress.  
Forensic Media Specialist (1 FTE) Job creation in progress.  
Auditor (1 FTE) Job creation in progress.  
Quartermaster (1 FTE) Recruitment process underway. 
Administrative Assistant PSP (1 FTE) Recruitment complete. 
DEMS Supervisor (1 FTE) Recruitment process underway. 
DEMS Clerks (9 FTE) Job creation in progress. 

 

For the proposed 2026/27 operating budget there is a continued focus on areas of our workforce 
staffed by civilian employees, who deliver essential support services.  

Civilian members within our organization bring specialized and diverse skills and expertise in 
several areas which are critical for modern policing, but which do not require police powers, skills, 
or training, thereby ensuring cost-effectiveness in those areas and freeing up officer time.  

Civilian employees also do not rotate through positions with the same frequency as police officers 
so bring greater longevity to their roles, as well as improved continuity, consistency, and 
maintenance of institutional knowledge in their respective areas. 

The proposed 2026/27 HRP Operating Budget contains a request for an additional eight civilian 
positions of Emergency Response Communicator (ERC).

 
31 For positions where a job description needs to be created, additional time is required as each position needs to be 
considered for compensation level, and inclusion or exclusion in a union. This work needs to be completed before the 
position can be posted and applications considered. When a person is hired, unless they are an existing HRP employee, 
they must also undergo the HRP background and security clearance process before an offer can be made. 



a. Emergency Response Communicators 

Positions: Eight full-time permanent civilians 

Cost of proposed positions: $392,900 in 2026/27 ($776,200 in 2027/28) 

Chief’s priorities for 2026/27: Community Trust and Partnerships, Healthy and Engaged 
Workforce, Operational Readiness, Recruitment and Retention 

HRP Strategic Priorities: Crime Reduction & Improved Quality of Life, Safe Communities & 
Partnerships, and Effective & Innovative Police Service 

HRM Board of Police Commissioners Strategic Pillars and Priorities:  

Evolve – evolving police response in critical areas, strengthening the focus of police service leaders 
on attracting, retaining, and developing the people in their services 

Adapt – ensuring police services have the necessary policies, tools, and resources in place to 
ensure their health and safety, and the health and safety of the public now and into the future   

--------------------------------------------------------------------------------------------------------------- 

The critical, specialized, and central role of Emergency Response Communicators (ERCs) in the 
public safety ecosystem cannot be overstated.  

ERCs are true first responders, the first human voice a person in crisis hears; calming a child hiding 
during a break-in, reassuring a person trapped in a car wreckage or a burning house that help is on 
the way, recognizing an officer or firefighter in distress or danger by a single word over the radio. 

The speed, safety, and effectiveness of the overall emergency response all depend on ERCs. Within 
seconds of receiving an emergency call ERCs are taking life-saving actions, remaining calm while 
rapidly thinking, listening to chaotic information in often noisy and volatile emergency 
environments, translating it into fast and accurate communication to responders, all the while 
providing reassurance to the caller, and in complete control of multiple complex IT systems.  

Once police or fire resources have been dispatched, the involvement of IES does not end there. 
They monitor and participate in the radio channels, often for an extended time, maintain ongoing 
communication with responders, and relay safety messages on risks such as weapons, hazardous 
materials, and dangerous individuals, to ensure the safety of the public and the responders. 

IES is the foundation of public safety emergency response operations in HRM. Before a police 
officer, firefighter, or paramedic arrives on the scene, ERCs have already saved lives and reduced 
risk with their words and actions. 

Staffing strength and requirements 

The current authorized strength of IES is 86.5 full-time equivalent (FTE) civilian positions: 

• IES Manager (1 FTE) 
• Emergency Response Communicators: 

o Watch Supervisors (8 FTE – 2 per Watch) 
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o Full-time ERCs (68 FTE – 17 per Watch) 
o Part-time ERCs (7.5 FTE; 3-4 ERCs per Watch) 

• Training Supervisor (1 FTE) 
• Administrative Assistant (1 FTE) 

The four IES watches are aligned with the four Patrol watches and follow the same shift pattern; two 
12-hour day shifts, two 12-hour night shifts, four days off. 

Per Watch, there are two supervisors, 17 full-time ERCs and 3-4 part-time ERCs. Part-time ERCs are 
scheduled during peak call volume periods (between 7 a.m. and 9 p.m.) for a minimum of 20 hours 
per week. They are entitled to overtime after 40 hours per week but have the right to refuse work 
after 40 hours. 

Figure 20 illustrates the current IES staffing structure plus the proposed new positions. 

Figure 20 – HRP Integrated Emergency Services (IES): Proposed Future Staffing Structure 

 

 

Training 

An entry level ERC undergoes a minimum of three months of initial training.32 Once trained, it takes 
approximately six months for them to feel comfortable in the role and at least 12 months to be 
considered fully competent.  

To become a dispatcher, additional training is required, which can take up to two years. ERC 
retention is critically important as the process to replace an ERC is lengthy.  

 
32 Including classroom training, being paired with a mentor, and a seven-day 911 provincial training course 



Information Package | Proposed 2026/27 Operating Budget for Halifax Regional Police 
 

38 
 

Staffing levels, absences, and challenges 

To be properly resourced during each shift, a minimum staffing level of one supervisor and 14 ERCs 
is required. When staffing absences mean this level is not met, there is an increased dependency 
on part-time staff and scheduled overtime. 

Over recent years there has been, quite rightly, an increased focus on people taking better care of 
their physical and mental health. The importance of self-care has a heightened profile in society.  

This document outlines how HRP has measures in place in several areas to allow employees to 
access health and wellness support and encourages employees to take advantage of these when 
they are struggling. Frontline teams such as IES are particularly encouraged to do so, given the 
oftentimes traumatic nature of their work.  

Sickness absences are a natural consequence, with employees now less reluctant to take leave to 
look after their health than they may have been a decade or so ago.  

Other types of absence impacting staffing levels include, but are not limited to, training 
abstractions, court appearances, emergency leave, compassionate leave, and parental leave. 

Over the past several years, the daily ability to staff ERC positions has become more challenging, 
with fewer full-time and part-time ERCs available to work. Under the rules of the Collective 
Agreement, 20% of ERCs to a maximum of four may be on vacation leave per shift, and one of the 
two supervisors may be absent at any given time.  

Figure 21 shows the number of IES employees on long-term leave or modified duties since 2015. 

Figure 21 - Number of IES employees on long-term leave or modified duties 2015 – 2025 

 

When under-staffing occurs during a shift, supervisors must juggle priorities to balance the 
additional demand on those at work.  

Answering 911 calls will always be the highest priority. Despite staffing challenges, IES continues to 
answer 911 calls within 20 seconds or less, 99.9% of the time.  

IES also continues to collaborate with HRFE toward achieving a performance target of dispatching 
fire crews to medical emergencies and fire emergencies within 90 seconds, 90% of the time. This 
target was endorsed by Halifax Regional Council in 2018 as part of HRFE’s Emergency Response 
Time Targets. Highly skilled ERCs are vital to this objective. 
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It is lower priority tasks and responsibilities which feel the impact of challenging staffing levels: 

• Non-emergency calls take longer to answer, meaning an increased wait time for the caller. 
Figure 22 shows how the average answer time for a non-emergency call has tripled in the 
past eight years, an increase of 200% since 2017; 

• When an officer requires system checks for a call which would ordinarily be completed by 
an ERC, the officer must complete the checks themselves. This is an officer safety issue as 
it diverts their attention from their surrounding environment; 

• IES supervisors are required to staff non-supervisory positions and cover lunch breaks. This 
detracts from their supervisory responsibilities, including supervision of all other areas, 
partnership liaison and collaboration, scheduling, quality assurance, attendance and 
performance management, and multiple other supervisory duties. 
 

Figure 22 – Average IES Answer Time (seconds) for Non-Emergency Calls 

 

 

Previous requests for additional IES resources 

IES serves the entire population of HRM and dispatches resources from HRP, RCMP HRD, and 
HRFE. They also receive calls for EHS, and other lines as outlined earlier in Section 5 (ii) of this 
document, such as alarm lines. 

Over the course of two operating budget processes, in 2017/18 and 2018/19, eight additional full-
time ERC positions were approved, four per year, bringing the total number of those positions from 
60 to 68 FTE (13% increase). There were 12 part-time ERCs at that time. 

As part of the 2022/23 operating budget process, funding for an additional eight full-time ERCs and 
a full-time position for a Training Supervisor were requested.  



Information Package | Proposed 2026/27 Operating Budget for Halifax Regional Police 
 

40 
 

Following direction from the HRM Board of Police Commissioners and Regional Council, this 
request was reduced to three part-time ERCs and the full-time Training Supervisor position and 
subsequently approved. This brought the total part-time ERC staffing strength from 12 to 15 (7.5 
FTE). 

Therefore, the number of ERC positions has increased by 9.5 FTE since 2017, from 66 FTE to 75.5 
FTE – an increase of 14% (11 positions; eight full-time and three part-time). 

In comparison, the HRM population served by IES and the level of resources they are responsible 
for dispatching have cumulatively seen a much larger increase.  

Since 2017: 

• The population of HRM has increased by 19% from 421,543 to 503,037 (81,494 residents). 
• HRP police officer positions have increased by 6% from 531 FTE to 564 FTE (33). 
• RCMP HRD police officer positions have increased by 16% from 178 FTE to 207 FTE (29). 
• For HRFE: 

o Permanent firefighter positions have increased by 27% from 468 to 593 (125); 
o Since 2021, volunteer firefighter positions have increased by 19% from 487 to 578 (91);  
o 28 new fire apparatus (tankers and engines) will be received over the next three years. 

 

Increasing IES responsibilities 

Alert Ready 

In July 2021, HRP was provided with direct access to the provincial Alert Ready emergency 
notification system. It is Canada’s emergency alerting system and has been operational nationally 
since March 201833.  

In accordance with HRP’s Alert Ready policy, prior to issuing a public alert the following criteria 
shall be met: 

• There is an active threat34/immediate action rapid deployment (IARD) incident35; 
• The circumstances are believed to cause imminent threat to the public of serious bodily 

harm or death; 
• There is sufficient descriptive detail and information of the threat, and the geographical 

location involved to provide clear direction and guidance to the public; and 
• The issuance of a public alert would not place the public and/or responding emergency 

personnel at greater risk than not issuing an alert. 

 
33 A complete list of threats which could trigger the Alert Ready system can be found on the Alert Ready Website: 
https://alertready.ca/alert-types/  
34 One or more individuals who seek out an environment that offers multiple victims for the purpose of inflicting death. An 
active threat is real, present, credible and has shown the determination to severely injure or cause death to those 
individuals. 
35 The swift and immediate deployment of law enforcement resources to an on-going, life-threatening situation, where 
delayed deployment could otherwise result in grievous bodily harm or death to innocent persons 

https://alertready.ca/alert-types/
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When the prospect of issuing an emergency alert is raised, there is work required to understand the 
situation and whether it meets the criteria. The decision of whether to issue an emergency alert 
must be carefully thought through but also made quickly.36 Their full and undivided attention is 
required. 

IES supervisors are required to complete mandatory training and regular testing scenarios, ensure 
provincial policing standards on Alert Ready are met, and manage situations with the potential for 
Alert Ready activation. When an alert is issued, they will manage any resulting impact. 

Upcoming Initiatives 

The IES manager and supervisors must also manage and prepare for IES involvement in internal and 
external projects and initiatives. Examples of upcoming projects and initiatives in which IES will 
play an integral role include the following: 

• Next-generation 911 (NG911): NG911 is a new and improved 911 service which will give 
Canadians and first responders new tools that will enhance public safety by providing 
quicker and more accessible communication during emergencies.37 Canadians will be able 
to make voice, text, or video emergency calls from any communications device. Nova Scotia 
is preparing to implement NG911 across the province in 2026; the level of change this will 
bring to IES and HRM policing is significant. 

• TMR 2-3 Radio upgrades; HRP has begun to replace the existing portable radios with new 
upgraded dual band radios, which will improve radio coverage in areas that have 
traditionally had poor coverage. This project will see the replacement of 400 portable radios 
over the next four years. IES radio consoles will be reconfigured to reflect the new upgrades 
and channels. 

• CARE Program: On October 6, 2025, HRM announced the launch of a new community 
service; Crisis Assistance & Response (CARE).38 The CARE program is beginning as a two-
year pilot that will provide in-person support for people 16 and older, experiencing non-
emergency, non-violent crises related to mental health, substance use and personal well-
being. The service offers an alternative to the police or other first responders when they may 
not be the best fit. Partnership work is underway to develop the necessary processes, 
policies, and agreements to enable a call transfer pathway from IES to the CARE team. 

These are valuable projects and initiatives, but it is important to recognize the level of IES resources 
that will be required to advance them. 

 

 

 
36 A report outlining HRP’s use of the Alert Ready system since gaining access, and associated HRP policies, is contained 
within a report presented to the HRM Board of Police Commissioners at the meeting on October 1, 2025: 
https://www.halifax.ca/media/91959 
37 Nova Scotians will be able to text 911 by 2026 | CBC News 
38 New community crisis service launching | Halifax 

https://www.halifax.ca/media/91959
https://www.cbc.ca/news/canada/nova-scotia/nova-scotians-will-be-able-to-text-911-by-2026-1.7524296
https://www.halifax.ca/home/news/new-community-crisis-service-launching-dartmouth-woodlawn-cole-harbour
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Overtime 

Under the Collective Agreement, overtime is mandatory, not voluntary. ERCs can be scheduled to 
work extra hours in addition to their regular shifts, and they must work them. Supervisors will seek 
volunteers, but if no-one is available voluntarily, ERCs will be ordered in. 

ERCs are required to undergo regular police and fire dispatch training. When this creates 
scheduling gaps, previously these may have been filled by calling in ERCs on scheduled vacation 
leave. This year, the decision was made to instead cancel the training, to maintain minimum 
staffing levels. 

The nature of their work means ERCs are in a constant state of hypervigilance, not knowing when 
the next call will be and what it will bring. This is amplified by organizational pressure when they are 
aware staffing levels are low, and at any point they could be asked to stay on to work additional 
hours or work one of their upcoming days off. While on scheduled vacation leave, ERCs may be 
offered non-mandatory overtime to fill short-notice vacancies if there are no ERCs available on 
regular days off.  

While employees accept the nature of emergency response work can create additional staffing 
demands, being asked to work additional hours on a regular basis and sometimes at short notice 
places strain on employees’ health and wellbeing and can have a significant impact on their 
personal life and relationships. For example, scheduling important appointments for themselves, 
dependents, pets, vehicles, etc. can often be near impossible and a source of stress. 

Figure 23 shows the total annual hours of ERC sickness leave between 2016 and 2024.  

Figure 23 – Total Annual Hours of ERC Sickness Leave 2016-2024 
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Figure 24 shows the Number of Mandatory Overtime Shifts for ERCs between 2022 and 2025 year-
to-date (September 30).  

At full strength, there are 83 ERCs; 68 full-time and 15 part-time. Taking 2023 as an example, a year 
which saw a high level of emergency environmental events, there were 689 occasions where ERCs 
were ordered to work an additional shift; 8 additional shifts per year per ERC. This is in addition to 
overtime shifts they may volunteer for. 

Figure 24 - Number of Mandatory Overtime Shifts for ERCs 2022-2025 YTD (September 30) 

 

Figures 25 and 26 show the total ERC overtime in hours and dollar cost, and the upward trend in 
these, between 2020 and 2024.  

Figure 25 – ERC Overtime in Total Hours 2015 – 2024 
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Figure 26 – ERC Overtime in Total $ Cost 2015 - 2024 

 

 

Impacts if IES staffing levels do not increase 

If the additional eight positions are not approved as part of the 2026/27 HRP Operating Budget, it is 
believed the existing risks, issues and impacts will continue and increase: 

• The public will face increasingly longer wait times for non-emergency calls; 
• The level of public dissatisfaction will increase as wait times become longer, ERCs have 

less time to spend with non-emergency callers, and supervisors take longer to respond to 
complaints; 

• ERCs will continue to be required to work mandatory overtime, increasing the likelihood and 
frequency of negative impacts on their health and well-being, resulting in short and/or long-
term sickness leave due to burnout and stress; 

• Overtime costs to HRP will increase; 
• Employees will have minimal opportunities for professional development, resulting in lower 

levels of morale and employee engagement, and affecting succession planning; 
• Supervisors will increasingly work as ERCs and be unable to fulfil their supervisory duties; 
• There will be reduced time available for ERCs and supervisors to undergo training; 
• There will be an increased risk of partner agency dissatisfaction as supervisors’ time to 

liaise and collaborate on operational matters and organizational projects and initiatives is 
reduced. 

 

 

 



Appendix A – Policing Districts in Halifax Regional Municipality 



Appendix B – DRAFT Financial Tables for the proposed 2026/27 HRP Budget 
 

Please note that the tables in this Appendix contain draft estimated information and 
are subject to change as the budget process progresses. 

 

Table 1 – Service Area Estimated Budget Overview (DRAFT) 

 

Table 2 – Summary of Estimated Expenditures & Revenue (DRAFT) 
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Table 3 – Change Description / Estimated Service Impact (DRAFT) 

 

Table 4 – Full Time Equivalent (FTE) Change Details 
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Table 5 – Proposed Service Enhancements Description / Estimated Service Impact (DRAFT) 

 

Table 6 – Summary of Estimated Net Expenditures by Cost Center (DRAFT) 
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Table 6 – Summary of Estimated Net Expenditures by Cost Center (DRAFT) (continued) 
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Table 7 – Summary of Estimated Expenditures by Expense Category (DRAFT) 
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Table 7 – Summary of Estimated Expenditures by Expense Category (DRAFT) (continued) 
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Table 8 – Summary Details – Estimated Revenue (DRAFT) 
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