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Current State

• Many police services across Ontario – and Canada – are 
currently in a staffing deficit.  

• The Ministry has incentivized police recruitment through an 
adjustment to minimum requirements, along with waiving fees 
for the Basic Constable Training program at OPC. 

• An additional intake was added to the OPC calendar (four per 
year, as opposed to three). 

• Recruiting efforts across the country have increased and there 
is added competition for the best candidates.



Current State



Challenges

• OPC allocations: there is only one venue that offers the requisite 
training for our officers. When every Service is vying for enrollment 
seats, the opportunity to train new officers is not always available. 
Allocations are determined based on Service size.    

• Internal Capacity: training is required for recruits before and after 
the BCT program. This training space competes with training for 
Cadets, experienced / lateral hires, and the various mandatory in-
service training programs that run year-round.  

• Field Training / Platoon Capacity: Coach Officers on the District 
Platoons are responsible for the field training that occurs for three 
months following the BCT program. Cadets assigned to the various 
platoons are typically mentored by these Coach Officers. 



HRPS Recruiting Team:
• Administrative Assistant: Taye Blair
• Recruiting Officer: Cst. Dave Freeland
• Recruiting Officer: Cst. Kevin Hietikko
• Recruiting Officer: Cst. Denise Jodhan
• Recruiting Officer: Cst. Jeff Schwoob
• Supervisor: Sgt. Chantal Verrier



Mandate:

• Attract, recruit, interview and hire new Constables, Cadets and 
Experienced officers. 

• We look for people who have relatable knowledge, skills and 
abilities to do the job of a police officer and we focus on 
behaviour, personality and attitude.  

• Operate under the OACP Constable Selection System 
guidelines and processes.



Process

• Initial applications are received through the Talent Pool 
Builder portal on our website (haltonpolice.ca).

• Suitable candidates meeting the minimum requirements 
are able to submit an electronic application package.

• Applications are screened by Recruiting and prospective 
candidates move into the selection process.  



Process - Stages

• Pre-Background Questionnaire 
• Local Focus Interview 
• Essential Competency Interview 
• Medical / Physical Testing
• Psychological Assessment
• Background Investigation
• Review & Report
• Offer of Employment
• Onboarding & Training



Additional Processes

• Cadets – The process to hire a Cadet involves aptitude and 
physical testing at the outset. There is one blended 
interview (as opposed to two).   

• Experienced / Lateral Hires – Similar process with large 
focus on suitability for Halton and rationale for the move. 
Direction towards officers with less than 5 years experience 
and a connection to our Region / communities is desirable.  



What We Watch

• Authorized Strength – The number of authorized sworn 
positions that work at the HRPS. 

• Resignations & Retirements – Trends and projections 
around officers that are leaving policing either through 
retirement, to another police service, or away from policing 
altogether.

• Application Trends – We monitor application numbers, 
general quality of our applicants, and offer guidance to 
prospective candidates where applicable.

• Other Agencies – Hiring practices, incentives, marketing / 
recruiting strategies, etc.   



Attrition – Sworn Officers

• Key Themes:
• Stability: We have not seen a 

major influx / exodus of sworn 
members over the past 5 years. 

• Lateral Movement:  There is an 
increased trend for officers to 
transfer from one police service 
to another. 

• Retirement Eligibility: Not 
expected to be a major risk from 
an overall staffing perspective, 
however there are some areas 
worth noting.
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Sworn Members – Years Served
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26% of our sworn complement has 
been recruited & hired within the past 
5 years.

This trend will likely continue to 
develop over the next five-to-ten years 
as dictated by necessary expansion / 
growth.



Sworn Members – Years Served

The experience of the Service – which 
is trending younger – requires the 
need for a robust, effective, and 
strategic training plan.

Population growth in the Region will 
continue to push our sworn 
experience lower and lower. 

This will have a significant impact on 
training, mentorship, and leadership 
development.



Retirement Forecast - Constables
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• Key Points
• Constables make up the 

majority of our sworn 
workforce.

• Retirement eligibility is not a 
major risk in the immediate 
future when it comes to overall 
staffing numbers.

• Long term growth vs. 
increased eligibility will be a 
significant risk in 5-10 years. 



Retirement Forecast – NCO’s
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• Key Themes:
• Significant supervisory 

turnover expected within the 
next 10 years.

• Selection, mentorship, training 
and development of these 
roles should be a major focus / 
priority. 



Retirement Forecast – Senior Leaders
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• Key Themes:
• Over half of the sworn senior 

leadership team will be 
eligible to retire within 3 years.

• Similar to the NCO 
complement – mentorship and 
development in this area 
should be a priority.

• Within 10 years, 200 officers 
will retire or be eligible – half 
of which are in a supervisory / 
leadership role (Sgt, S/Sgt, 
Senior Officer).



Hiring – At a Glance 
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Applications / New Hires

• Applications are trending downwards with hiring numbers 
remaining relatively consistent.

• Provincial incentives (no BCT fee, augmented eligibility 
requirements) have not resulted in a major influx in 
applications as of yet.

• Engagement in our information sessions, outreach & 
mentorship opportunities are well-attended.

• These trends are not unique to Halton – they are across the 
sector and other Services are experiencing these same 
challenges.  



Recruiting Strategy

• An internal recruiting 
strategy was developed in 
2023 specifically aimed at 
increasing our profile among 
prospective candidates.

• This process is aligned with 
provincial initiatives 
attempting to attract people 
to the policing profession.



Recruiting Strategy

• The strategy was put in place to 
ensure that we are focusing 
efforts, targeting ideal 
candidates, while ensuring that 
our culture and values are 
represented.

• The strategy is geared towards 
police officer recruiting as well 
as cadet recruiting.

• Three areas of focus have been 
identified as part of this 
strategy.



Recruiting Strategy

Youth Engagement: 
Developing Interest in 

Policing

• Alignment with external 
messaging campaigns 
promoting policing

• Connecting with our 
emerging Halton youth 
community.

• Connecting with young 
people outside of Halton, 
promoting our Region and 
working in Halton.

Inclusive Engagement: 
Diverse & Immigrant 

Populations

• Ensuring our connection 
to our growing population 
of culturally diverse 
people is strong.

• Ensure that we are  
accessible, approachable 
and proactive in reaching 
out to these populations.

• Reducing cultural barriers 
or pre-conceived notions 
of policing. 

Police Service of Choice: 
Showing our Progressive 
and Welcoming Culture

• Market and promote the 
principles and culture at 
the HRPS. 

• Showcase the individuals 
that work here 
demonstrating the value 
of the individual member.

• Promote Halton Region as 
the ideal place to live, 
work, and play.



Recruiting Strategy



Cadet Program

• The Cadet program has been 
in place in Halton since 2009.

• It has evolved over the years 
and has developed into a 
major recruiting and 
development asset for the 
Service.

• Halton Cadets are deployed in 
operational settings, obtain 
job-relevant experience, and 
gain insight and expectations 
into a career in policing. 



Cadet Program

• Cadets can be mentored on-
the-job and are aware of the 
expectations and reality 
involved in policing.

• Cadets make exceptional 
recruits: there are rarely any 
issues during training due to 
their experience with the HRPS.

• The operational deployment / 
exposure that our Cadet 
program offers is unique 
compared to other programs.



Summary

• Recruiting & retention will be a consistent priority for the 
Service for the foreseeable future. 

• Challenges related to police recruitment are not unique to 
Halton.

• As our Services evolves in the next 5-10 years, leadership 
training and development will be critical.

• Ensuring we have the long-term capacity to provide training 
for a younger police service should be a strategic priority. 



Website / Additional Information

Constable Cadet
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