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“Canadians have the right to be treated fairly in workplaces free from discrimination, and
our country has laws and programs to protect this right.”
Department of Canadian Heritage®

“As we focus on combatting racism, it is not sufficient to simply equip ourselves with
knowledge and tools. We must take action in ways we know will be meaningful in
addressing all barriers and disadvantages.”

- lan Shugart, Former Clerk of the Privy Council and Secretary to the
Cabinet, 2021?
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INTRODUCTION

Today, Canadian workplaces are not the same as they were in March 2020. Recent incidents have had an
impact on Canadian society with shocking reminders of Canada’s ongoing history of racism. Whether it was
the discovery of burial grounds on Residential School sites or continued anti-Black and anti-Asian expressions
of racism, including violent attacks — these incidents have triggered a resurgence of demands for society and
its institutions to develop, adopt and act on anti-racism initiatives that are comprehensive and sustainable,
ensuring employers in all sectors take leadership to address the past and recent history of racism in Canada.

The increasing numbers of Indigenous, Black and other racialized people in Canada makes it more important
now than ever before for employers to consider the well-being of employees from all backgrounds. This is
both a pressing moral and legal issue and, while engaging in anti-racism work is important in any time, it is
critical now that we are seeing a gradual transition to post-pandemic workplace environments that are
changing based on the following factors:

= Canada’s current shift towards a “proactive compliance approach to human rights protection” means
more responsibility for employers to counteract and actively prevent racial discrimination.?

= The racial reckoning of 2020 has shifted conversations about equality. Across all sectors, Canadian

employers recognized that efforts towards racial equity were critical, central, and urgent.
A flood of anti-racism statements was released, town halls convened, and training sessions held. But
a year later, there was not much measurable change, which has reduced many employees’ trust.**

= Many Canadian employers are facing the challenge of managing the return to a physical workplace

and/or a dispersed workforce when many are still working from home. It has been reported that in
particular racialized employees have negative expectations for a return to the office because of

* Canadian Human Rights Commission: Departmental Plan 2020-2021.
https://www.chrc-ccdp.gc.ca/en/resources/publications/2020-21-departmental-plan.

* A. Chen. Government-run diversity challenge ‘hypocritical’ until public service meets private sector targets: Experts.
The Hill Times, JuIy 28, 2021.

ate-sector- targets exgertsz308464 Accessed March 30, 2022.

>Y. Subramaniam, et al. Companies show little progress on diversity a year after committing to BlackNorth Initiative. The
Globe and Mail, July 21, 2021.
https://www.theglobeandmail.com/business/article-companies-show-little-progress-on-diversity-a-year-after-committin

g-to/. Accessed January 22, 2022.
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previous experiences of racial discrimination and/or exclusion now combined with personal and/or
racial trauma and higher awareness of workplace racism.%”#

= There is greater recognition that there are differences in the expressions and impact of racism on

different racialized groups — therefore, a need for specific strategies and actions to address them. The
release of disaggregated racialized workforce data (breakdown by racialized groups)® suggest such
approaches are needed to make sure that anti-racism initiatives address the different challenges
faced by the different racialized groups in the workplace.™

= Changing demographics indicate that the growth of Indigenous, Black and other racialized population

groups will continue to exceed the average annual growth for the Canadian population as a whole.™
1213 According to the population projections from Statistics Canada, about 2 in 5 Canadian will be
part of a racialized group in 2041, accounting for 38.2% to 43.0% of the Canadian population,
compared to 22% in 2016."

® Jeremiah Rodriguez. Workplace racism could make Black and racialized Canadians dread returning to the office. CTV
News. August 25, 2021.

-1. 5560532 Accessed March 30 2022.

7 A. Sharma. The Slow Return: For Indigenous, Black and other racialized employees, remote work meant a welcome
break from office microaggressions. CBC News, November 29, 2021.

& Olivia Bowden. People of colour worry returning to the office could expose them to racism. But staying home isn’t a
shield. The Toronto Star. August 11, 2021.

Xpose- them to-racism-but-staying-home-isnt-a-shield.html.

® Portrait of the social, political and economic participation of racialized groups,

J/ 150 /n1/daily- idien/220517/dq220517c- '
10 canadian Race Relations Foundation, Environics Institute. Race Relations in Canada: A Survey of Canadian Public
Opinion and Experience. 2021.

https://www.crrf-fcrr.ca/images/Environics_Study 2021/Race Relations_in_Canada_2021 Survey - FINAL REPORT EN
G.pdf

1 According to population projections from Statistic Canada, from 2016 to 2041 the average annual growth rate is
expected to vary between 1.3% and 2.3% for Indigenous populations, and 2.9% and 4.2% for racialized populations, well
above the average annual growth rate of the Canadian population as a whole between 0.7% and 1.5%. The Black
population is expected to double from 1.5 million in 2021 to more than 3.0 million in 2041.

12 Statistics Canada. The Daily — Indigenous population continues to grow and is much younger than the non-Indigenous
population, although the pace of growth has slowed. 2022. Last updated September 21, 2022.
https://www150.statcan.gc.ca/n1/daily-quotidien/220921/dg220921a-eng.htm.

13 Statistics Canada. The Daily — Canada in 2041: A larger, more diverse population with greater differences between
regions. 2022. Last updated September 8, 2022.
h //wwwil n nl/daily- idien/22 22 -eng.htm.

14 Statistics Canada. The Daily — Canada in 2041: A larger, more diverse population with greater differences between
regions. 2022. Last updated September 8, 2022.
https://www150.statcan.gc.ca/nl/daily-quotidien/220908/dg220908a-eng.htm.
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This situation has created growing awareness that the experiences during the last several years can and
should be the reason for employers to actively support and advance anti-racism in the workplace and ensure
organizational goals of equity, diversity, and inclusion are set within an anti-racism framework.

For the public sector, this was recognized in the Clerk of the Privy Council’s 2021 Call to Action® for federal
employers and leaders across the Public Service to take decisive action for change and set specific
requirements for documentation and reporting.’® And — relevant for all sectors — the legislation to ensure
equal opportunities for employees from under-represented groups (Employment Equity Act) is “heading for
its most significant overhaul since its introduction 35 years ago.”*"*®

“The disruption and trauma of the past year have created a once-in-a-generation
opportunity to redesign working models from the ground up—with principles of diversity,
equity and inclusion placed at the center [...].”

- S. Subramanian and T. Gilbert®

It is clear that the time to advance anti-racism, equity and inclusion in the workplace is now. The question
many employers have asked is how. In response to that question, this guide has been created to support
public, private and not-for-profit sector employers who are looking for tools to educate effectively, create
relevant strategies and implement short-and long-term measures to offer a workplace that is inclusive and
equitable for employees of all Indigenous, Black and other racialized backgrounds, and that has measures in
place designed to prevent or to interrupt any display of racist behaviours or actions.

In this guide, the focus on racialization and racism (including its intersections with other grounds of
discrimination, e.g., gender, disability, religion)® does not suggest that other issues around discrimination
have not arisen, continued, or worsened in Canada in the past years. But comprehensive human rights
protection comes from comprehensively addressing each of the grounds defined in the Human Rights Act;
and the Canadian Human Rights Commission is recognizing that by developing a series of employer tools.
While these tools will focus on different human rights grounds, they are all based on the same fundamental

!> Call to Action on Anti-Racism, Equity and Inclusion in the Federal Public Service. January 22, 2021.

https://www.canada.ca/content/dam/pco-bcp/images/pco2/misc/Action-eng.pdf. Accessed April 20, 2022.

16 Reports submitted by departments and agencies

mﬁlettemmmemenm.m.hlml Accessed March 30, 2022.

7 News Release Government of Canada. July 14, 2021.
https://www.canada.ca/en/employment-social-development/news/2021/07/government-of-canada-launches-task-force

-to-review-the-employment-equity-act.html.

8 N. Boisvert. For the first time in decades, major changes are coming to Canada's workplace equity laws. July 14, 2021.

https://www.cbc.ca/news/politics/employment-equity-task-force-1.6103132. Accessed March 30, 2022.

% Sheena Subramanian and Tina Gilbert. A new era of workplace inclusion: moving from retrofit to redesign. Blog:
Research and Data. March 11, 2021.

|ncremental change.

' See Katy Steinmetz: She Coined The Term ‘Intersectionality’ Over 30 Years Ago. Here’s What It Means To Her Today.
https://time.com/5786710/kimberle-crenshaw-intersectionality/. February 20, 2020 .
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understanding that Human Rights grounds must be seen and treated as interconnected and that actions to
address them must be well-planned, resourced and sustainable.

Given these issues, the purpose of this guide is to provide information and practical suggestions for
employers looking for guidance on how to approach anti-racism in their actions and planning in today’s
changing workplaces. To do so, this document is divided into the following sections:

1. Leadership for Implementing Anti-Racism Initiatives. This section addresses the important role an
organization’s leadership can and must exhibit to fully support the design, development and
implementation of a comprehensive approach to anti-racist organizational change;

2. Promoting Anti-Racism in the Workplace. This section discusses the importance of using common
language, raising awareness and communications across the organization, and conducting an
organizational review of policies and procedures;

3. Sustaining Anti-Racism in the Workplace. This section discusses the importance of workplace culture
and norms that support the ongoing understanding and implementation of anti-racism efforts;

4. Human Resources Strategies to Support Anti-Racism in the Workplace. This section addresses the
steps that are integral to supporting the recruitment, selection and advancement of Indigenous, Black
and other racialized peoples as well as setting a framework for and providing both mandatory and
optional education/training programs;

5. Anti-Racism and the Procurement of Goods and Services. This section addresses the importance of
upholding anti-racism values and practices when engaging external contractors and service providers
with an emphasis on those led by Indigenous, Black and other racialized peoples as well as those who
are implementing anti-racism policies;

6. Anti-Racism Action Planning and Assessing Results. This section discusses the importance of taking a
measured strategic approach to planning, developing, implementing anti-racism initiatives and
tracking their outcomes;

7. Closing Thoughts. This section addresses the steps employers can take to acknowledge the
importance of anti-racism with the aim of publicly supporting such work and noting its critical
function in developing inclusive workplaces and influencing social values; and

8. Bibliography of Useful Resources. This section provides references to resources noted in the
preceding sections as well as an annotation of resources from various organizations, including
statutory human rights agencies, the public service and not-for-profit sector, educational institutions
and other organizations.

Each section begins with a brief summary of background information, then makes suggestions and
recommendations for steps to take and provides additional resources available for more in-depth
information. The flow of the topics reflects steps along an organizational change journey, but each section
can be read as stand-alone, based on where your organization is on that journey.

This guide concludes with closing thoughts on the role public, private and not-for-profit organizations can
take to impact public awareness on the importance of anti-racism, thereby, encouraging greater
public awareness and creating social environment that is understanding and supportive of anti-racism
in all sectors of society.

This is then followed up with a section identifying organizations that are engaged in good practices
regarding the implementation of anti-racism work.

This guide is not a policy statement or action plan for addressing racism in the workplace. Rather, it is
designed to assist employers in developing their own action and implementation plans to address
their organization’s specific needs and priorities.
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The resources in this guide are applicable for all employers and those tasked with implementing anti-racism
measures — be it in the public, private or not-for-profit sector.?!

1. LeADERSHIP FOR IMPLEMENTING ANTIRACISM INITIATIVES

Within the context of Section 15 of the Canadian Charter of Rights and Freedoms, which addresses
substantive equality, an inclusive culture requires active management and deliberate leadership to drive
vision and the appropriate resource allocation. This goes beyond the moral imperative: It is simply a
necessity in order to take full advantage of the skills and experience Canada’s increasingly diverse workforce
offers, and in order to engage, nurture, and retain those who drive organizational excellence. In doing so,
leadership will need to acknowledge that diversity exists within Indigenous, Black and other racialized
communities and should, therefore, undertake a disaggregated lens to the diversity within each of these
communities.?

As a consequence, inclusive leadership has become a “unique and critical capability”? for employers:
Leadership must contribute to a culture of inclusion. That means visibly and consistently demonstrated
leadership engagement and support is needed for long-term success. In large organizations, leadership will
also need to ensure alignment with the corporate antiracist vision throughout all levels of management,
which means paying attention not only to policies, but to formal and informal practices and decision-making
processes. This will help both eliminate systemic discrimination and promote accountability across job
functions and seniority levels.

How can it be achieved? Corporate Leadership can establish and promote vision and values by:

= communicating commitment to develop and implement anti-racism initiatives that address
governance and operations, including decision-making and provision of programs and services, as
well as leadership modeling anti-racist attitudes and behaviours;

= under-taking a comprehensive anti-racism organizational review and embedding anti-racism in
organizational policies, procedures and structures, including education/training, employment as
well as programs and services;

= establishing and collaborating effectively with an Indigenous and anti-racism committee of staff

supportive of such an initiative; and

2 The federal regulations described above govern only federal employees — however: The pressure for company leaders
to act on racial equality has increased across sectors, as has the need to optimize potential and retain talent.

22 See https://tophat.com/glossary/d/disaggregated-data/: which defines Disaggregated Data (as) data that has been
divided into detailed sub-categories. Disaggregated data in the higher education space is often broken down into
categories such as region, gender and ethnicity. It can reveal inequalities between different sub-categories that
aggregated data cannot. Most disaggregated data is numerical, but it is possible to have categorical disaggregated data
as well. Disaggregated Data has either been collected from a variety of sources or through multiple measures, or was
previously aggregated data that has been broken down into smaller units. This can allow for an in-depth look at trends
across different population groups, as well as across an entire population. Right to Education Initiative 2022. See also:
https://www.nccih.ca/docs/context/FS-ImportanceDisaggregatedData-EN.pdf, National Collaborating Centre for
Indigenous Health, 2009-10

2 ).Bourke and ATitus. The Key to Inclusive Leadership. Harvard Business review. March 2020.
https://hbr.org/2020/03/the-key-to-inclusive-leadership.
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= allocating sufficient resources, including retention of an internal and/or external resource(s) to
support and guide the change process.

Several areas are critical to address for this to be successful in an organization, and actions in these areas will
decide the role and the influence Indigenous, Black and other racialized employees have in an organization,
as employees, decision-makers, contract service providers, and clients and/or service recipients.

These areas are:

= Strong, clear and consistent leadership guided by the values and principles discussed in this
resource; and

= Involving Indigenous, Black and other racialized staff in creating the relevant policies and procedures
at all levels of the organization.

This is particularly important given the intersections between racialization and other social identities that
have been the target of discrimination. The notion of ‘intersectionality’ has been defined by legal scholar
Kimberle Crenshaw in 1989. Her concern in defining this term was to demonstrate ways that various forms of
oppression combine with racism, and why it is important to acknowledge and address those lines of
intersection.

“The concept of intersectionality describes the ways in which systems of inequality based on gender, race,
ethnicity, sexual orientation, gender identity, disability, class and other forms of discrimination “intersect” to
create unique dynamics and effects. For example, when a Muslim woman wearing the Hijab is being
discriminated, it would be impossible to dissociate her female* from her Muslim identity and to isolate the
dimension(s) causing her discrimination.

“All forms of inequality are mutually reinforcing and must therefore be analysed and addressed
simultaneously to prevent one form of inequality from reinforcing another. For example, tackling the gender
pay gap alone — without including other dimensions such as race, socio-economic status and immigration
status — will likely reinforce inequalities among women.”**

This is important for organizations to address in taking leadership in implementing anti-racism change work.

It is also very important for organizational leadership to note that the guidance provided in this document can
be used to address other issues where discrimination is evident whether based on faith, gender, gender
identity and sexual orientation.

As is noted in the Ontario Human Rights Commission’s Policy and guidelines on racism and racial
discrimination “Racial discrimination can be impacted by related Code grounds such as colour, ethnic origin,
place of origin, ancestry and creed. In addition, race can overlap or intersect with other grounds such as sex,
disability, sexual orientation, age and family status to create unique or compounded experiences of
discrimination.”*

This understanding of the ways in which racism can overlap or intersect with other grounds is also reflected in
the Government of Canada’s Anti-Racism Strategy, which includes colonialism, anti-Black racism, anti-Asian
racism, Islamophobia and Antisemitism in its discussion of key terminology.

% https://www.intersectionaljustice.org/what-is-intersectionality

uidelines-racism-and-racial-discrimination, Section 1.2, 2005
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2. PromortinGg ANTI- RAcism IN THE WoRKPLACE: FINDING CoMMON LANGUAGE

The racial and cultural diversity of Canadian workplaces is reflected in the difference in language we use
when addressing racial identities, racism, and the many components of anti-racism work. Even commonly
used words hold different meanings for different people, and this can cause confusion and potentially conflict
when addressing topics related to race and (anti-)racism in the workplace.

There are no universally accepted definitions of many terms related to racism and anti-racism. Therefore, it is
important for organizations to establish a shared understanding and a shared vocabulary within the
organization before having these conversations.

This section provides a list of some of the most comprehensive glossaries of terms which will be useful for
employers who want to start or expand the conversation about anti-racism in their organization and in doing
so want to make sure that the language is consistent and inclusive, particularly given that the use of language
on this subject is still evolving, and any glossary will need to be reviewed and updated on an ongoing basis.
Here are a couple of examples to illustrate this point:

* The use of the term “Aboriginal” is limited today, although it was previously used in the same way as
“Indigenous” is today.? Generally, non-Indigenous persons should find out which terminology a
specific Indigenous group or individual prefers, and then use that consistently.”’

* The fairly new term “Latinx” is not universally used in the population for whom it was created but is
frequently used in advocacy.”®®

» Also, the categories for racialized groups are changing over time. Statistics Canada therefore provides
a detailed Population Group Reference Guide for each census, which can also be helpful for
employers.*

For further resources please click here.

2.1 Raising Awareness:

Public awareness of racism in past and present Canadian society has increased, along with public support to
eliminate racism in society.>" In the last two years, anti-racism work across sectors has gained momentum,

% Regional context must be considered. For examples, see these resources:
a) Indigenous Termlnology Guide. Umver5|ty of Waterloo 2021.

b) Indlgenous Peoples Language Guidelines. University of British Columbia, 2021.
http://assets.brand.ubc.ca/downloads/ubc indigenous peoples language guide.pdf;
c) Yukon Government Indigenous Peoples: Style Gwde

% Yukon Government. Indigenous Peoples: Style Guide (see above).

% Blog. https://www.noslangues-ourlanguages.gc.ca/en/blogue-blog/latinx-eng.

% Those born in or with ancestors from Mexico, the Dominican Republic, Puerto Rico, Cuba, Central America and South
America

%0 Statistics Canada. Visible Minority and Population Group Reference Guide, Census of Population, 2021. Last updated
on April 27, 2022. https://www12 n nsus-recensement/2021/ref/98- -500-x2021

31 Demonstrated recently through the increasing support for Black Lives Matter and the Black North Pledge which have
swept across organizations in all sectors, and the outcries for Truth and Reconciliation, especially given recent
discoveries of burial grounds on former Residential School sites.
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and the results are renewed efforts to embed antiracist values, strategies and initiatives into the foundations
of workplaces.

But when speaking to individual employees during organizational consultations, it often becomes clear that
there is not enough awareness of

=—how certain practices can put specific racialized groups at a disadvantage;
=——what kind of behaviours would actually fall in the category of “racist’; and

—how the specific set of circumstances that enable (systemic, intended and/or unintended) racist
behaviours or practices in an organization can be changed by the organizational leadership.

To increase awareness and appreciation of the many forms in which racism may materialize in an organization
means building a foundation on which an inclusive and actively anti-racist workplace culture can be built.

Given the shift in Canadian demographics, some employers may think that diverse, inclusive and anti-racist
organizations will just happen naturally. But an organization that is not only diverse but also fundamentally
inclusive, equitable and actively anti-racist doesn’t just happen,; it is the consequence of deliberate, and
sustained efforts. For example, an organization can have racial diversity among employees throughout the
ranks but still be non-equitable and non-inclusive in its workplace culture, operational practices and even
policies.

For further resources please click here.

2.2 Communications:

Employees at all levels must be made aware and kept informed of the corporate vision and agenda as it
relates to antiracism, and this must be communicated through a clear and consistent set of messages that are
endorsed by leadership (and/or board, if that is applicable).

Important success factors include:

= Transparency and touch points: Sharing not only an action plan but regular scheduled progress

updates that include what actions have been taken, what effects they have had to date, and what the
next steps and desired outcomes are for these steps

= Ensuring communications are inclusive of and sensitive to individuals from diverse communities (for

example subjects and images in organizational newsletters, when announcing days of significance,
etc.)

= Devising communication plans and strategies to effectively communicate commitment and progress
reports within the organization and externally (for example website, emails, social media)

= Keeping it top of mind by having anti-racism work as an agenda item at key meetings and retreats.
2.3 Organizational Review and Engagement:
Any organization taking on anti-racism work should consider it important to do three things:

= identify any element/trace of racism in its policies, practices (e.g., programs and services) and

governance,;

= eliminate any element/trace of racism in its policies, practices and governance; and
= remedy all elements/traces of racism in its policies, practices and governance.
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Engaging in anti-racism work begins with an assumption that there are likely barriers in place that limit
and/or deny access by Indigenous, Black and other racialized peoples to the organization’s employment,
decision-making and/or programs and services. As such, one of the most important actions for an
organization to take is to involve its staff, decision-makers, service recipients and the public in a review of its
policies, programs and procedures. This is done to ensure all of the organization’s functions and guiding
principles are examined through an anti-racism lens. In this context, the organization’s leadership initiates a
process to review these core principles and activities and does so involving its staff, board of directors and
service recipients.

Following a comprehensive organizational review, the development of equity, diversity and inclusion and
anti-racism (EDI AR) policies and procedures can provide the benchmarks needed to guide organizations in
their development and implementation of plans to advance anti-racism. They require the following:

= A Statement of Commitment.

= Definitions of key terms that are consistent with human rights, addressing
non-discrimination/harassment and anti-racism.

= Clearly defined mandate/s for all committees or advisory groups that will work in this space.

= Organization-wide, racially and culturally diverse employee-driven committee (in case of a national
organization, regional diversity would also need to be considered as well) that will provide input and
feedback on all policies and procedures related to equity, inclusion, and anti-racism.

=  Onboarding and training for all employees within the organization on anti-racism policies and
procedures to ensure they are clearly communicated so that employees have realistic expectations of
what is meant, how things will be done, how they can become involved, etc.

«  Community consultation if an organization’s work is in/for the community (for example, cultural

organizations, non-profit and certain government agencies). A group of respected advisors from the
Indigenous, Black or other racialized communities in question should be engaged to provide input
and feedback on planned initiatives and implementation processes with impact on the community.

= Recognition of Days of Significance (religious holidays, cultural events and celebrations, public
holidays) that may be observed by employees®:

— For Canadian employers, this includes heeding the Truth and Reconciliation Commission of
Canada’s Calls to Action® and to recognize the First Nations’, Métis’, and Inuit peoples’ right
to practice and teach their spiritual traditions and customs.

— Accommodation requests will differ— it may be a full day off, or time off during a day, or
modification of an employee’s work schedule for specific days.

— Accommodation offers will differ between organizations depending on the company’s policy,
the employee’s benefits plan, or a collective agreement (for example, whether they are based
on two or three religious holidays, whether there is the option for additional unpaid leave for
this purpose, or whether flexible scheduling options are possible).

There are several steps which can be taken to do this, including:

32 https://www.canada.ca/en/canadian-heritage/services/important-commemorative-days.html#m1.

33 https://nctr.ca/records/reports/#trc-reports.
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* having the organization’s senior leadership, including its board of directors, make a firm commitment

to supporting this work;

= engaging with an internal and/or external resource(s) who can facilitate the organization’s review

process, i.e., an Equity/Diversity/Inclusion/Antiracism Task Group (EDI AR). This provides expertise to
the process to ensure that a thorough review is taken, discussed and steps identified to eliminate and
remedy their impact;

= establishing an internal team of staff from Indigenous, Black and other racialized backgrounds, as well

as others who are supportive of this initiative. This team can serve as the organization’s internal
feedback loop and connections with a broader pool of staff. Such a team can give input to the review
as well as share communications on this from leadership to all staff. However, to ensure this staff
team is able to engage effectively in this initiative, it will be essential for the employer to ensure they
have adequate time and resources to do so;

= establishing an external advisory group of Indigenous, Black and other racialized peoples, as well as

others who are supportive of this initiative. This group can provide an external perspective to the
process, identify issues that their communities face as it relates to the organization and provide
information and access points for the organization to communicate to diverse communities.

For the organization to effectively choose whom to involve as staff and/or external supports, it will be useful
to set criteria for the selection process, promote the opportunity widely and have a team to review
applications. It will be essential to inform all potential applicants of the time required, the competencies
needed and, in the case of staff, how they will be accommodated in terms of their day-to-day work.

3. SustaiNINGg ANTI- Racism IN THE WoRKPLACE: CHANGING CONVERSATIONS & CULTURES

The last few years have seen numerous publications on the issue of anti-racism, and the importance of
integrating principles of racial equity and anti-racism into an organization’s work and operations. But less is
available on the details of how to achieve this. Therefore, this guide is designed to provide and summarize
current good practices, as well as recommendations and resources for the application in the workplace.

This is offered to address operational and workplace culture and to provide information on useful practices
for organizations to implement and sustain anti-racism initiatives and how organizations can support, connect
and build on relationships with their Indigenous, Black and other racialized employees. To do this effectively,
it is important to understand workplace norms in order to shift workplace systems and culture.

As Marie-Claude Landry, the former Chief Commissioner of the Canadian Human Rights Commission, has put
it:

The key to the success of this work is that it be never-ending.
It must be continuous, it must be evergreen, and it must be sustainable.*

34 CHRC Anti-Racism Action Plan. 2021. https://www.chrc-ccdp.ge.ca/en/about-human-rights/anti-racism-action-plan.
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3.1 Understanding Workplace Norms:

In addition to the formal policies and procedures discussed above, it is equally important that we consider
the unspoken workplace norms and cultural practices and their influence.

This may include assessing the following:

= Organizational code of conduct or corresponding policies to ensure that all relevant documents
reflect principles of equity, inclusion and anti-racism.

= Interaction styles (peers, supervisors, senior management) and communication styles for not only
accuracy but also demonstrating thoughtfulness and respect.

= Cultural competencies — for example:

— How are issues related to race discussed at meetings, for example of organization’s
committees, educational sessions and retreats?

— What are the work styles that are valued in your organization, and are unspoken expectations
that work styles expected from certain demographic groups?

— Are days of cultural and/or religious significance as they intersect with racialization and
racism considered when allocating resources or planning a project/program?

3.2 Shifting Workplace Systems and Culture:

Given the scope and potential impact of any comprehensive anti-racism plan, it is important that employees
(in particular Indigenous, Black and other racialized employees) believe in the goal and have positive
expectations of the outcomes. A successful implementation of equity, inclusion and anti-racism initiatives
requires trust. To earn it, leadership as well as senior management must have demonstrated their capabilities
as well as their caring (“benevolence” **) and integrity.

For maintaining changes and improvements long-term, a culture and framework of accountability is needed.
For example, performance evaluations should include an assessment of a manager or employee’s
responsibilities related to the equity, inclusion and anti-racism initiatives. The principles of equity, inclusion
and anti-racism should shape decision-making and culture.

The Canadian Human Rights Commission has produced two discussion papers — on Systemic
Racism and on Religious Intolerance — to increase understanding of these important issues.
This Guide should be read in conjunction with those tools [include links].

When your organization assesses this, it is also important to look at whether the impact of any observed and
addressed racially discriminatory behaviour had been different for one group compared to another — that
might be different racialized groups being treated differently, or racially discriminatory behaviours that affect
more racialized women than men (“intersectionality”).3®

Especially in large and long-established organizations, there may be challenges and resistance when the
planned changes include restructuring of workplaces, the promotion of new social norms in the organization,
monitoring during implementation, and last not least, mandatory education and training, particularly during
the implementation phase/s of an anti-racism action plan. It is therefore helpful to be proactive and monitor

% Jason A. Colquitt, Sabrina C. Salam. Foster Trust through Ability, Benevolence, and Integrity. Chapter 21 in: Handbook
of Principles in Organizational Behaviour. January 2012. https://doi.org/10.1002/9781119206422.ch21.

% As outlined in the UN’s General Recommendation No. 25 on gender-related dimensions of racial discrimination.
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Non-harassment/violence prevention actions, including actions to address Subtle Acts of Exclusion
(aka micro-aggressions)

Adherence to workplace Code of Conduct
Demographics across job levels: How diverse are middle and senior management?
Turnover for Indigenous, Black and other racialized employees (comparing across job levels)

Participation levels from these communities in key organizational activities, for example strategic

planning and ongoing involvement in EDI AR policy, procedures, programs and services review and
communications on these.
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4. Human RESOURCES STRATEGIES

Your human resources department will be responsible for operationalizing organizational values and
principles related to equity, inclusion and anti-racism.

To ensure that the organization’s workforce reflects the diversity of the community requires to not only
attract diverse job candidates but also to ensure the organization is prepared to ensure that they can flourish.
This means not only promoting employment opportunities through channels that reach a diverse target
audience but also having equitable interview practices, providing professional development opportunities
and having an effective mentoring program and succession planning approach.

4.1 Recruitment

To identify recruitment strategies, the Human Resources department will need to know the racial/cultural
composition of the current workforce. Therefore, the first step has to be an organizational workforce “census”
and breaking down the data by racial/cultural groups to compare representation across levels of seniority,
and across departments. There are now several efforts underway to not only identify the various Indigenous,
Black and other racialized peoples in Canada but to go beyond the homogenizing categories identified in
many policies and procedures that address “visible minorities” and “Indigenous peoples” as if they are the
same. ¥’

Next steps could include:
= Seeking workforce availability information for the organization’s sector and using this to compare
with the organization’s own representation of Indigenous, Black and other racialized communities.

= Establishing strategies to attract the desired candidates and using networks within Indigenous, Black
and other racialized communities to promote employment opportunities.

= Highlighting the organization’s commitment to anti-racism in recruitment and promotional materials.
= Involving individuals from Indigenous, Black and other racialized communities in the recruitment
process where this is possible based on the team in question.

= Participating in public and private sector programs to connect with students from Indigenous, Black
and other racialized communities.

= Conducting an employment systems review.

4.2 Interviewing Practices

The successful completion of an interview can open the door to a career - it may even change a life.
Therefore, the interview process must be a fair and unbiased instrument based on occupational
requirements, designed to measure the required competencies of all candidates.

This can be done by:

= Having agreed-upon job descriptions and weighted selection criteria related to the job requirements;

37

https://www.canada.ca/en/immigration-refugees-citizenship/corporate/transparency/committees/lang-mar-28-2022/di

saggregated-data-analytics-framework.html; and: https://www.statcan.gc.ca/en/trust/combining-data

charles c.smith

: : . Consulting
W: http://www.charlescsmithconsulting.ca/ E: charlescsmith@rogers.com



https://www.canada.ca/en/immigration-refugees-citizenship/corporate/transparency/committees/lang-mar-28-2022/disaggregated-data-analytics-framework.html
https://www.canada.ca/en/immigration-refugees-citizenship/corporate/transparency/committees/lang-mar-28-2022/disaggregated-data-analytics-framework.html
http://www.charlescsmithconsulting.ca/
mailto:charlescsmith@rogers.com

17

Reviewing interview questions through an EDI AR lens to ensure standard approaches and the same
set of non-biased questions are used for all candidates;

Providing clear descriptions of the organization’s expectations and clarifying the decision-making

process for candidate selection;
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= Probing on alignment of values:

— Using an interview format that probes cognitive and behavioural competencies so as to
assess broader range of candidates’ capacities as well as understanding and
education/training on human rights and anti-racism;

— Educating those involved in interviewing on these matters;
= Promoting and providing reasonable accommodation for those who may require it, i.e., persons with
disabilities and of diverse faiths;

= Ensuring interviews provide enough time for all candidates to bring forward their strengths;

= Involving individuals from Indigenous, Black and other racialized communities in the interview
process; and

= Ensuring that interviewers of a candidate arrive at decisions independently - for example, each

interviewer has to assess candidates’ interviews separately and rate them online, before discussing
the results of individual scoring in a group.

4.3 Professional Development, Education and Training:

One of the key indicators of anti-racism is for public and private sector organizations to have the faces, voices
and cultures of individuals from Indigenous, Black and other racialized communities represented at
leadership level. To achieve that, employees from all racial backgrounds need to have opportunities for
desired professional development so that they can advance based on their full potential.

For example, to prevent perceptions of manager’s bias, manager-nominated access should not be the only
option to access professional development. Multiple options should be provided, including mentorships,
secondments, access to non-advertised positions, etc. To do this, it is essential that managers establish
specific plans to support the development and advancement of Indigenous, Black and other racialized
employees.

As well, education and training help develop and maintain a common understanding of:
= what an organization’s equity, inclusion and anti-racism initiatives want to achieve;
= why this is relevant for this specific workplace;
= why this offers benefits for all (for example, inclusive interaction styles and avoiding acts of
exclusion/microaggressions improve all team member’s work-related quality of life); and

= what will be expected from staff, managers, HR, and leadership.
Therefore, training must be planned systematically and must be aligned with an organization’s action plan, so
that it can support the implementation step by step. Of course, that does not exclude the addition of

unplanned events if an opportunity presents itself (for example, to engage a specific speaker, or to respond to
a specific event).

The first question when planning equity, inclusion and anti-racism training is usually: Should it be mandatory?
The answer depends on the content.

Types of training that should be mandatory and participation documented include:

= Leadership training designed for executives, directors, managers and staff with supervisory and/or

team leader responsibilities to:
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— Advance inclusive leadership strategies
— Advance ability to create effective organization wide anti-racism action plans
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Management training designed to:

— Prevent/eliminate bias from work assignments, eligibility for professional development,
and/or performance evaluations

— Ensure that all managers are aware of accountability measures
HR staff training designed to:
— Foster cultural competence, for example, to ensure that HR staff have awareness, sensitivity
and appreciation of other cultures and know how to interrupt bias in themselves and others

— Support race-based data collection and comparison between racialized groups recognizing
that the workplace experience is not the same for all racialized groups,®

Staff training designed to:
— Introduce key ideas and language of inclusion and anti-racism
— Ease conversations about race (“First, do no harm”)

— Help employees avoid bias and acts of exclusion (“microaggressions”) and to employ actions
within the context of Subtle Acts of Exclusion® in daily interactions

— Understand Intersectionality and the relationship of racism to other “-isms” (sexism,
homophobia, ableism, etc.)

— Support becoming better allies through self-awareness education/training

Types of training that should be not mandatory include:

— Information on history or customs related to specific cultures, for example on Days of
Significance

— Information on latest demographic changes in Canada
— Lunch and Learn Speaker series

Other considerations when planning training include:

Avoiding “education fatigue”: Whatever training is offered (or mandatory to attend) must be
relevant to the specific workplace and have practical value. Sessions don’t necessarily have to be
stand-alone events — for example, they could be combined with or integrated into department- or
task-specific skills training or professional development sessions.

Avoiding extra burden on racialized employees: Anti-racism training should not just assume that
racialized employees want to share personal experience and stories. Unless they express interest or
suggest it, they should not be asked to support a training session, or lead a discussion centered
around their identity. Educating others about topics related to experiences of discrimination or
disadvantage can be mentally exhausting and for some quite distressing.

Finding the right training provider/s: Given the flood of anti-racism training programs/sessions that
have been developed and offered in the last two years, it is a challenge to choose programs or

% Canadian Race Relations Foundation and Environics Institute. Race Relations in Canada: A Survey of Canadian Public
Opinion and Experience. Final Report.

https:
G.pdf

www.crrf-fcrr.ca/images/Environics_Study 2021/Race_Relations_in_Canada 2021 Survey - FINAL REPORT EN

%9 Subtle Acts Of Exclusion: How To Understand, Identify, And Stop Microaggressions, Tiffany Jana And M. Baran, 2020,
Berrett-Koehler Publishers, ISBN 1523087056
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education providers, and it is different for each industry and sector. The Human Rights Commissions
in each Canadian province and territory as well as recognized local anti-racism organizations (for
example, the City of Toronto’s Confronting Anti-Black Racism (CABR) Unit, Colour of Poverty Coalition,
and the Federal Government Anti-Racism Secretariat, will be able to provide support. Also, the end of
this Guide, resources by sector are provided that can help guide the decision-making.

For further resources, please click here.

4.4 Mentoring:

Mentoring provides opportunities for junior or newly hired employees to learn from senior staff in the
organization. In mentoring relationships, knowledge, skills as well as the organizational values and culture are
transferred. Mentorship programs have been especially successful in increasing both promotion and
retention rates of racialized employees and increasing the rate of racialized representation at manager level.*

Public and private sector organizations can support this by:

Establishing plans to provide meaningful opportunities that can lead advancement for Indigenous,
Black and other racialized peoples.

Setting selection criteria for those to be mentored with anti-racism considerations included, e.g.,
knowledge of Indigenous, Black and other racialized peoples and how their lived experience impacts
on the employers programs, services, staffing, and relationships with these communities.

Monitoring mentoring program through an intersectional lens — avoiding that for example, specific
racial groups are underrepresented (based on their percentage in the organization’s workforce), that
Indigenous and/or racialized women might be underrepresented, that racialized employees with
disabilities are underrepresented, etc.

Providing introductory education for potential mentors and mentees, so that they have a clear
understanding of the relationship and of their responsibilities to each other and to the organization.
Ineffective mentoring can be damaging, as can “over-mentoring” that creates an unrealistic workload.

Ensuring that the mentee’s direct supervisor is informed and supportive.

Providing opportunities for individuals from Indigenous, Black and other racialized communities to
discuss their cultural background and values and what they may add to the organization — for
example in “reverse mentorship” relationships which can help senior staff and leadership understand
issues and barriers potentially faced by their Indigenous, Black and other racialized employees.

5.5 Performance Development and Appraisal:

Within the context of implementing anti-racism, it is both important to support professional development

for all staff, particularly for Indigenous, Black and other racialized employees, and to hold staff
accountable for implementation. This can be done through performance development and appraisal
that provides:

40 C. Conboy, C. Kelly. What evidence is there that mentoring works to retain and promote employees, especially diverse

employees, within a single company? https://ecommons.cornell.edu/handle/1813/74541.

charles c.smith

: : . Consulting
W: http://www.charlescsmithconsulting.ca/ E: charlescsmith@rogers.com



https://ecommons.cornell.edu/handle/1813/74541
http://www.charlescsmithconsulting.ca/
mailto:charlescsmith@rogers.com

22

A framework for all staff to understand their roles and responsibilities for implementing the

organization’s anti-racism actions;

Support to developing the required competencies, knowledge and skills, to be successful on this;

Support to and understanding of the value of the lived experiences of Indigenous, Black and other

racialized staff, in particular, in contributing to the organization’s anti-racism actions;

A regular system of assessment of each staff’s actions that contribute to the organization’s

anti-racism actions as well as methods of accountability; and

A framework for the organization to regular assess and act upon the professional development needs

of the organization’s staff as a whole and/or by department, division, unit.
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While performance development and appraisal has traditionally been understood as a matter for
individual employee support, it is also critical for the organization to assess the aggregate of
identified staff needs for professional development through this process and, based on this, develop
and implement actions to support both individual employees and the organization in the
implementation of anti-racism actions.

5. PROCUREMENT OF GOODS AND SERVICES

An inclusive approach to procurement of goods and services with the goal of supplier diversity is an
important component of organizational anti-racism efforts.

Inclusive procurement means eliminating potential barriers for qualified suppliers from underrepresented or
marginalized groups to register as suppliers and to access contract opportunities. Employers who want to
engage diverse*! external supplier companies owned** and operated by people who are Indigenous, Black,
people of colour, or other marginalized people can seek support from:
= the wide range of diverse business associations in Canada, e.g., Black Business and Professionals
Association, Canadian Aboriginal and Minority Supplier Council, and

= the member organizations of the Supplier Diversity Alliance Canada (SDAC), which provide

certification for diverse suppliers®

To ensure the impact can be measured, organizations need to collect data from potential and current
suppliers. This can be done by inviting suppliers to:

»= advise if their company has been certified as diverse supplier by a certifying council such as the

members of the Supplier Diversity Alliance Canada (SDAC, mentioned above);

» self-identify if their business is owned and operated by Indigenous, racialized, women, persons with

disabilities or other marginalized people; and

= confirm that their company policies are addressing EDI AR and that employees have received

information/education on these policies.

All suppliers should be made aware of the contracting organization’s efforts to advance EDI AR, of the
importance of shared values in contracting assignments (bidding process as well as single sourcing process).
Potential suppliers should receive the relevant hiring company’s policies addressing EDI AR. Needless to say,
that alignment is particularly important if an employer is engaging external recruiters when looking for new
employees.

“L A diverse supplier is a company in which 51% or more are owned by and individual or group that is part of a
marginalized and underserved equity-seeking group; be it based on race, gender, ability or other human rights protected
grounds.

*2 That being said: It is important to confirm that they are not subsidiaries of larger corporations.

43 As of 2022, the member organizations are the Canadian Aboriginal and Minority Supplier Council (CAMSC)
https://camsc.ca/supplier-certification/; Inclusive Workplace and Supply Council of Canada (IWSCC)
https://iwscc.ca/how-to-certify/ ; the Canadian Gay and Lesbian Chamber of Commerce (CGLCC) -
https://www.cglcc.ca/programs/supplier-diversity/ , and Women Business Enterprises Canada Council (WBE Canada)

https://wbecanada.ca/certification/ .
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Not all suppliers will be in a position to have such policies in place and/or to provide education/training to its
employees — for example, very small owner-operated companies or very specialized niche suppliers. However,
it is still important that the supplier agrees in writing to adhere to the hiring company’s policies and
procedures. Managers who are engaging suppliers will then be responsible for reporting promptly if a
supplier’s conduct or behaviour is not adherent to EDI AR related policies and procedures.

The specifics should be described in a policy document and confirmed with the supplier in writing (for
example, in a Memorandum of Understanding).
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Importantly, inclusive procurement is about adding opportunity and benefits for both suppliers and
employers by:

» creating economic opportunities for suppliers from marginalized people and groups; and

= widening the range of sourcing options for companies looking for the best supplier for a job.

As well, organizations seeking diverse suppliers should consider developing a roster of suppliers and give
thought to rotating contracts between eligible suppliers of goods and services that meet appropriate criteria
and contract specifications.

For further resources, please click here.

6. AcTioN PLANNING AND AsSeSSING REsuLTs:

As is likely evident from the sections outlined above, developing and implementing an EDI AR program is
quite challenging as it is comprehensive, sensitive, critical and will take time, e.g., to engage the workforce,
secure expertise, involve external resources and to connect/communicate with program/service users and
the public. This may seem like an impossible task; however, a strategic approach is required, and a clear road
map set out that identifies:

- goals and objectives;

- timeframes for actions;

- whois responsible for implementation;

- the resources needed to support this;

- what the potential outcomes might be;

- how the actions will be assessed during implementation; and

- how progress will be evaluated over a 3—-5-year timeframe of implementation.
Once an organization makes a formal commitment to implementing an anti-racism initiative, it is important
that its leaders are accountable to ensuring the initiative runs well and achieves its intended results. This is a

step-by-step process that should be assessed annually to decide whether or where the implementation plan
needs to be adjusted.

This assessment requires clear indicators, timelines, and mechanisms of accountability. It also requires the
collection and tracking of data, including race-based employee information. In the public sector, this is now
required and is permissible under federal human rights law.* Collecting data for a purpose consistent with
the Canadian Human Rights Act® is permitted, and it is aligned with Canada’s federal Employment Equity Act
(Section 15)* and Canada’s Charter of Rights and Freedoms.*”

A comprehensive assessment should answer the following questions:

44 .

Ontario:
https://news.ontario.ca/en/bulletin/49155/ontario-launches-provincial-standards-for-race-based-data-collection#;
British Columbia: h ://new V. rel 2022PREMO0027-

45 Canadian Human Rights Commission. https://www.chrc-ccdp.gc.ca/en/about-human-rights/human-rights-canada.

6 Government of Canada. Employment Equity Act. https:

47 Government of Canada. https://laws-lois.justice.gc.ca/eng/ConstRpt/page-12.html.
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Have the organization’s leaders committed to specific anti-racism goals and has this become part of
their formal strategic plan?

Who is responsible for leading the implementation?

How frequent and in-depth was the consultation with racialized employees and/or stakeholders?
How frequent, in-depth and customized was training/education provided? What was mandatory?
How was progress monitored and communicated?
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For each of those areas, a clear and consistent framework should include:

1. What was the intended outcome (goal)?
2. What is the evaluation question?
3. What would be signs of progress?

4. Who (person, stakeholder group, department) or what (documents, procedures) should be
consulted to find out?

5. What is the result of that consultation - the actual outcome?

For further resources, please click here.

7. CLosING THOUGHTS

No two organizations will have the same starting point on the pathway to create an equitable, inclusive and
anti-racist workplace. Knowing your organization’s starting point based on current data and evidence is the
first step — not gathering those data at the beginning can lead to missteps later on (communications that
don’t resonate with your employees, training programs that are not well received, etc.).

And like all organizational change work, the path is not a straight one but a cycle of regular assessment and
adjustments, for example by re-prioritizing actions or re-allocating resources. Anti-racism is about remaining
actively engaged, and has to be part of strategic planning cycles.

Public and private sector employers play a role in our communities. This is an important consideration as
these employers can contribute to shaping public opinion. As such, it is very important for organizations
involved in antiracism efforts to consider the impact they can have individually and/or in concert with other
organizations. For example, after the release of the Truth and Reconciliation Commission’s (TRC) report and
after the murder of George Floyd in 2020, many public and private sector organizations put out statements in
support of the TRC’s recommendations and of Black Lives Matter’s calls for justice and an end to violence
against Black bodies. For any organization who wants to engage in anti-racism work (or advance the work
they are already doing), making such a statement in a sincere, sensitive and timely manner and followed by
measurable actions sends a strong message to its employees, its service and program users, and the public
about the importance of Indigenous, Black and other racialized peoples and the need for justice and security
in their lives.

And in this work, it is important to understand that this is a process and a journey for everyone involved:

“You don’t need to be free of racism to be an anti-racist. Anti-racism is the commitment to
fight racism wherever you find it, including in yourself. And it’s the only way forward.”
- ljeoma Oluo®®

48 Ijeoma Oluo. Tweet, reprlnted by Times Up Foundatlon Bwldmg an Ant| ramst workplace
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8. RESOURCES BY SUBJECT

Glossary of Terms

= Canadian Human Rights Commission

— English: https://www.chrc-ccdp.gc.ca/en/resources/glossary
—  French: https://www.chrc-ccdp.gc.ca/fr/ressources/glossaire

= Department of Canadian Heritage

- Engllsh

m- strategy htmI

—  French:
https://www.canada.ca/fr/patrimoine-canadien/campagnes/mobilisation-contre-racisme/str

ategie-contre-racisme.html
= Public Service Alliance of Canada (This includes references per term)

—  English: https://psac-ncr.com/human-rights-terminology/
— French: https: i i iscrimi

= Canadian Centre for Diversity and Inclusion. (Sections on general EDI terminology and on
Race/Racism, respectively.)
— English: https://ccdi.ca/media/3150/ccdi-glossary-of-terms-eng.pdf.

—  French: https://ccdi.ca/glossaire-des-termes

= National Collaborating Centre for the Determinants on Health. Searchable database.

— English: https://nccdh.ca/learn/glossar
—  French: https://nccdh.ca/fr/learn/glossar

= Canadian Race Relations Foundation.

— English: https: . .
—  French: https://www.crrf-fcrr.ca/fr/bibliotheque/glossaire-fr-fr-1

= Ontario Human Rights Commission:

- Engllsh

-glossary human rlghts terms
—  French:

les- ecoles de- Iontarlo/annexe 1-glossaire-des-termes-relatifs-aux-droits-de-la-personne

= Government of Ontario:

- Engllsh

cism/glossar
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https://www.chrc-ccdp.gc.ca/en/resources/glossary
https://www.chrc-ccdp.gc.ca/fr/ressources/glossaire
https://www.canada.ca/en/canadian-heritage/campaigns/anti-racism-engagement/anti-racism-strategy.html
https://www.canada.ca/en/canadian-heritage/campaigns/anti-racism-engagement/anti-racism-strategy.html
https://www.canada.ca/fr/patrimoine-canadien/campagnes/mobilisation-contre-racisme/strategie-contre-racisme.html
https://www.canada.ca/fr/patrimoine-canadien/campagnes/mobilisation-contre-racisme/strategie-contre-racisme.html
https://psac-ncr.com/human-rights-terminology/
https://psac-ncr.com/terminologie-de-la-discrimination/
https://ccdi.ca/media/3150/ccdi-glossary-of-terms-eng.pdf
https://ccdi.ca/glossaire-des-termes/
https://nccdh.ca/learn/glossary/
https://nccdh.ca/fr/learn/glossary/
https://www.crrf-fcrr.ca/en/resources/glossary-a-terms-en-gb-1?letter=r&cc=p
https://www.crrf-fcrr.ca/fr/bibliotheque/glossaire-fr-fr-1
https://www.ohrc.on.ca/en/teaching-human-rights-ontario-guide-ontario-schools/appendix-1-glossary-human-rights-terms
https://www.ohrc.on.ca/en/teaching-human-rights-ontario-guide-ontario-schools/appendix-1-glossary-human-rights-terms
https://www.ohrc.on.ca/fr/l%E2%80%99enseignement-des-droits-de-la-personne-en-ontario-guide-pour-les-%C3%A9coles-de-l%E2%80%99ontario/annexe-1-glossaire-des-termes-relatifs-aux-droits-de-la-personne
https://www.ohrc.on.ca/fr/l%E2%80%99enseignement-des-droits-de-la-personne-en-ontario-guide-pour-les-%C3%A9coles-de-l%E2%80%99ontario/annexe-1-glossaire-des-termes-relatifs-aux-droits-de-la-personne
https://www.ontario.ca/document/data-standards-identification-and-monitoring-systemic-racism/glossary
https://www.ontario.ca/document/data-standards-identification-and-monitoring-systemic-racism/glossary
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—  French:
https://www.ontario.ca/fr/document/normes-relatives-aux-donnees-en-vue-de-reperer-et-d
e-surveiller-le-racisme-systemique/glossaire

Barb Thomas and Tina Lopes. Dancing on live embers: Challenging racism in organizations. Toronto:

BTL, 2006. Pp. 263-272. (This is one of the pivotal works in this space, and a number of definitions
from this book are quoted in other glossaries.)

Racial Equity Tools (RET): https://www.racialequitytools.org/glossar

Raising Awareness:

Canada School of Public Service. Moving from Not-Racist to Antiracist. January 2022.
https://www.csps-efpc.gc.ca/video/spotlight-anti-black-racism-eng.aspx

Carmen Nobel. The Case Against Racial Colorblindness. Harvard Business School: Research and Ideas.
2012. https://hbswk.hbs.edu/item/6919.html.

Edelman Trust Barometer. June 2021.

Canadian Race Relations Foundation and Environics Institute. Race Relations in Canada: A Survey of

Canadian Public Opinion and Experience. Final Report. November 2021.
https://www.crrf-fcrr.ca/images/Environics Study 2021/Race Relations in _Canada 2021 Survey -

FINAL_REPORT_ENG.pdf

Ontario Human Rights Commission. Policies and guidelines on racism and racial discrimination.

Part 1 — Setting the context: Understanding race, racism and racial discrimination.
https://www.ohrc.on.ca/en/policy-and-guidelines-racism-and-racial-discrimination/part-1-%E2%80%
93-setting-context-understanding-race-racism-and-racial-discrimination.

Canadian Centre for Justice and Community Safety Statistics. February 2022. Experiences of
discrimination among the Black and Indigenous populations in Canada, 2019.
https://www150.statcan.gc.ca/n1/pub/85-002-x/2022001/article/00002-eng.htm.

Joan Williams. We need metrics, not heartfelt conversations to tackle workplace diversity. Fortune.
December 7, 2021.

Inclusive Leadership and Organizational Culture:

Canadian Human Rights Commission. A Place for All: A Guide to Creating an Inclusive Workplace.
https://www.chrc-ccdp.ge.ca/sites/default/files/aplaceforall_1.pdf

Andrea Bourke and Juliet Titus. Why Inclusive Leaders Are Good for Organizations, and How to

Become One. Harvard Business Review. March 2019.
https://hbr.org/2019/03/why-inclusive-leaders-are-good-for-organizations-and-how-to-become-one.

Canadian Centre for Diversity and Inclusion. Inclusive Leadership Guide — Antiracism.
https://ccdi.ca/media/2298/20200723-ccdi-inclusive-leadership-guide-antiracism-final.pdf.

Dnika J. Travis, Emily Shaffer, and Jennifer Thorpe-Moscon. Getting Real About Inclusive Leadership:
Why Change Starts With You. Catalyst, 2019.
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https://www.ontario.ca/fr/document/normes-relatives-aux-donnees-en-vue-de-reperer-et-de-surveiller-le-racisme-systemique/glossaire
https://www.ontario.ca/fr/document/normes-relatives-aux-donnees-en-vue-de-reperer-et-de-surveiller-le-racisme-systemique/glossaire
https://www.racialequitytools.org/glossary
https://www.csps-efpc.gc.ca/video/spotlight-anti-black-racism-eng.aspx
https://hbswk.hbs.edu/item/6919.html
https://www.edelman.ca/trust-barometer/special-report-business-racial-justice-in-canada
https://www.crrf-fcrr.ca/images/Environics_Study_2021/Race_Relations_in_Canada_2021_Survey_-_FINAL_REPORT_ENG.pdf
https://www.crrf-fcrr.ca/images/Environics_Study_2021/Race_Relations_in_Canada_2021_Survey_-_FINAL_REPORT_ENG.pdf
https://www.ohrc.on.ca/en/policy-and-guidelines-racism-and-racial-discrimination/part-1-%E2%80%93-setting-context-understanding-race-racism-and-racial-discrimination
https://www.ohrc.on.ca/en/policy-and-guidelines-racism-and-racial-discrimination/part-1-%E2%80%93-setting-context-understanding-race-racism-and-racial-discrimination
https://www150.statcan.gc.ca/n1/pub/85-002-x/2022001/article/00002-eng.htm
https://fortune.com/2021/12/07/metrics-diversity-inclusion-workplace-careers-joan-williams/
https://www.chrc-ccdp.gc.ca/sites/default/files/aplaceforall_1.pdf
https://hbr.org/2019/03/why-inclusive-leaders-are-good-for-organizations-and-how-to-become-one
https://ccdi.ca/media/2298/20200723-ccdi-inclusive-leadership-guide-antiracism-final.pdf
http://www.charlescsmithconsulting.ca/
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port- 2020u9date pdf.

Kaitlyn Conboy and Chris Kelly. What evidence is there that mentoring works to retain and promote
employees, especially diverse employees, within a single company?
https://ecommons.cornell.edu/handle/1813/74541.

Janet Stovall. How to get serious about diversity and inclusion in the workplace? TED Talk. July 2018.

https://www.ted.com/talks/janet stovall how to get serious about diversity and inclusion in th
e_workplace?language=en

Kira Hudson Banks and Richard Harvey. Is Your Company Actually Fighting Racism or Just Talking

About it? Harvard Business Review. June 11, 2020.
https://hbr.org/2020/06/is-your-company-actually-fighting-racism-or-just-talking-about-it.

Jason A. Colquitt and Sabrina C. Salam. Foster Trust through Ability, Benevolence, and Integrity.

Chapter 21 in: Handbook of Principles in Organizational Behaviour. January 2012.
https://doi.org/10.1002/9781119206422.ch21.

https://www.tc.columbia.edu/articles/2021/march/derald-wing-sue-offers-strategies-to-disarm-and-

dismantle-racism-and-bias/

Government of Canada. Important and Commemorative Days.
https://www.canada.ca/en/canadian-heritage/services/important-commemorative-days.html

Canadian Human Rights Commission. Tools for Employers: Developing a Workplace Accommodation

us- Ieave and-do-i- aIso have-pay-them.

Procurement

The Conference Board of Canada. The Business Case for Supplier Diversity in Canada. Briefing:
September 2017.

Canadian Chamber of Commerce. Supplier Diversity Handbook. May 2022.
https://chamber.ca/wp-content/uploads/2022/06/CCCO7_SupplierDiversityToolkit_Final_EN.pdf

The Supplier Diversity Alliance. Press Release: Established to Advocate for Inclusive Procurement
Public Policy. November 9, 2016.

https://www.supplierdiversityalliance.ca/uploads/9/9/7/3/99737694/press-release sdac launch 20
16_final_1.pdf. Website: https://www.supplierdiversityalliance.ca/sdac.html

Canadian Center for Diversity and Inclusion. Supplier Diversity in Canada: Research and analysis of
the next step in dlver5|ty and |ncIu5|on for forward Iooklng organizations. 2016.
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https://www.catalyst.org/wp-content/uploads/2020/03/Getting-Real-About-Inclusive-Leadership-Report-2020update.pdf
https://www.catalyst.org/wp-content/uploads/2020/03/Getting-Real-About-Inclusive-Leadership-Report-2020update.pdf
https://ecommons.cornell.edu/handle/1813/74541
https://www.ted.com/talks/janet_stovall_how_to_get_serious_about_diversity_and_inclusion_in_the_workplace?language=en
https://www.ted.com/talks/janet_stovall_how_to_get_serious_about_diversity_and_inclusion_in_the_workplace?language=en
https://hbr.org/2020/06/is-your-company-actually-fighting-racism-or-just-talking-about-it
https://doi.org/10.1002/9781119206422.ch21
https://www.tc.columbia.edu/articles/2021/march/derald-wing-sue-offers-strategies-to-disarm-and-dismantle-racism-and-bias/
https://www.tc.columbia.edu/articles/2021/march/derald-wing-sue-offers-strategies-to-disarm-and-dismantle-racism-and-bias/
https://www.canada.ca/en/canadian-heritage/services/important-commemorative-days.html
https://www.chrc-ccdp.gc.ca/sites/default/files/publication-pdfs/ottawaiti7-2517744-v4a-policy_template_for_accommodation_march_2017_final-s_0.pdf
https://www.chrc-ccdp.gc.ca/sites/default/files/publication-pdfs/ottawaiti7-2517744-v4a-policy_template_for_accommodation_march_2017_final-s_0.pdf
https://www.ohrc.on.ca/en/frequently-asked-questions/employer-do-i-have-give-people-time-religious-leave-and-do-i-also-have-pay-them
https://www.ohrc.on.ca/en/frequently-asked-questions/employer-do-i-have-give-people-time-religious-leave-and-do-i-also-have-pay-them
https://cfc-swc.gc.ca/abu-ans/wwad-cqnf/sdr-rdf/supplier_diversity-diversification_fournisseurs-en.pdf
https://cfc-swc.gc.ca/abu-ans/wwad-cqnf/sdr-rdf/supplier_diversity-diversification_fournisseurs-en.pdf
https://chamber.ca/wp-content/uploads/2022/06/CCC07_SupplierDiversityToolkit_Final_EN.pdf
https://www.supplierdiversityalliance.ca/uploads/9/9/7/3/99737694/press-release_sdac_launch_2016_final_1.pdf
https://www.supplierdiversityalliance.ca/uploads/9/9/7/3/99737694/press-release_sdac_launch_2016_final_1.pdf
https://www.supplierdiversityalliance.ca/sdac.html
https://ccdi.ca/media/1279/ccdi-report-supplier-diversity-in-canada-updated-4072016.pdf
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= City of Toronto. Social Procurement Program. April 4, 2016.
https://www.toronto.ca/wp-content/uploads/2017/09/9607-backgroundfile-91818.pdf.

= Alexis Bateman, et al. Why You Need a Supplier-Diversity Program. Harvard Business Review. August
17, 2020. https://hbr.org/2020/08/why-you-need-a-supplier-diversity-program.

Collecting race-based data

= Ontario Human Rights Commission.

* Racism and racial discrimination: Data collection (fact sheet).
https://www.ohrc.on.ca/en/racism-and-racial-discrimination-data-collection-fact-sheet.

*  Government of British Columbia. Removing barriers with BC’s new anti-racism data law. May 2, 2022.
https://news.gov.bc.ca/releases/2022PREM0027-000673 .

»  Statistics Canada. Disaggregated Data Action Plan: Why it matters to you. December 8, 2021.
https://www150.statcan.gc.ca/n1/pub/11-627-m/11-627-m2021092-eng.htm

Evaluation

= WesEd. Anti-Racist Evaluation Strategies: A Guide for Evaluation Teams. 2011.

= Coalition of Community of Colours. Tool for Organizational Self-Assessment Related to Racial Equity.
2013.
- https://nhchc.org/wp-content/uploads/2019/08/organizational-self-assessment-related-to-racial-e
uity_oct-2013.pdf.

= Racial Equity Tools.

= Evaluate. - https://www.racialequitytools.org/resources/evaluate

Intersectionality

= United Nations Committee on the Elimination of Racial Discrimination. General Recommendation No.
25 on Gender Related Dimensions of Racial Discrimination. A/55/18. Annex V. March 20, 2000.

9. RESOURCES BY SECTOR

Needless to say, there are significant differences between sectors with regards to governance, obligations and
organizational priorities. Therefore, the resources for further reading provided in this section have been
divided by sector.

9.1 Provincial & Territorial Human Rights Agencies

While not all provincial offices provide in-depth anti-racism resources for employers, it is important for
employers to know that customized information can always be provided upon request (special
programs/event requests).
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https://www.wested.org/wp-content/uploads/2021/04/anti-racist-evaluations-R10_FINAL-ADA.pdf
https://nhchc.org/wp-content/uploads/2019/08/organizational-self-assessment-related-to-racial-equity_oct-2013.pdf
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For a list of the provincial and territorial human rights agencies, see the Canadian Association of Statutory
Human Rights Agencies: https://cashra.ca/contact-a-commission/.

9.2 Public Service Sector

A lot of antiracism work has been going on in this space. We mentioned early the Clerk of the Privy Council’s
2021 Call to Action® for leaders across the Public Service to take decisive action for change and set specific
requirements for documentation and reporting.® Further, the legislation to ensure equal opportunities for
employees from under-represented groups (Employment Equity Act) is “heading for its most significant
overhaul since its introduction 35 years ago.”*** thus, a growing number of antiracism resources have been
made available by and for the Public Service Sector.

— https://www.ohrc.on.ca/en/policy-and-guidelines-racism-and-racial-discrimination

—  https://www.canada.ca/en/canadian-heritage/campaigns/anti-racism-engagement/anti-racis
m-strategy.html

— https://vancouver.ca/people-programs/anti-racism.aspx
—  https://www.enar-eu.org/Action-plan-against-racism

—  https://www.chrc-ccdp.gc.ca/en/about-human-rights/anti-racism-action-plan

— https://www.racialequityalliance.org/wp-content/uploads/2018/04/GARE_LibrariesReport_v
8 DigitalScroll WithHyperlinks.pdf

— https://libguides.osl.state.or.us/conted/edi

— Canada School of Public Service - Tools, Trainin
Discrimination in the Workplace: This tool kit provides tools, training and resources for
managers and employees to help combat racism and discrimination in the workplace.

— Diversity and inclusion in the public service TBS / PCH / WAGE

cIu5|ve publlc service- f|naI report-joint-union-management-task-force-diversity-inclusion.htm
| Final report from the Treasury Board. 2017. 3

49 Call to Action on Anti-Racism, Equity and Inclusion in the Federal Public Service. January 22, 2021.
https://www.canada.ca/content/dam/pco-bcp/images/pco2/misc/Action-eng.pdf. Accessed April 20, 2022.

50 Reports submitted by departments and agencies

e[letters |mglementatlon html. Accessed March 30, 2022.

1 News Release Government of Canada. July 14, 2021.
https://www.canada.ca/en/employment-social-development/news/2021/07/government-of-canada-launches-task-force

-to-review-the-employment-equity-act.html.

%2 Nick Boisvert. For the first time in decades, major changes are coming to Canada's workplace equity laws. July 14,

2021. https://www.cbc.ca/news/politics/employment-equity-task-force-1.6103132. Accessed March 30, 2022.

>3 No year identified on page and not listed on the main page of reports -
https://www.canada.ca/en/treasury-board-secretariat/corporate/reports.html . For background:
https://www.newswire.ca/news-releases/final-report-on-government-diversity-and-inclusion-released-663472533.html|
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https://cashra.ca/contact-a-commission/
https://www.ohrc.on.ca/en/policy-and-guidelines-racism-and-racial-discrimination
https://nmaahc.si.edu/learn/talking-about-race/topics/being-antiracist
https://www.canada.ca/en/canadian-heritage/campaigns/anti-racism-engagement/anti-racism-strategy.html
https://www.canada.ca/en/canadian-heritage/campaigns/anti-racism-engagement/anti-racism-strategy.html
https://www.ontario.ca/page/ontarios-anti-racism-strategic-plan
https://vancouver.ca/people-programs/anti-racism.aspx
https://www.enar-eu.org/Action-plan-against-racism
https://www.chrc-ccdp.gc.ca/en/about-human-rights/anti-racism-action-plan
https://www.racialequityalliance.org/wp-content/uploads/2018/04/GARE_LibrariesReport_v8_DigitalScroll_WithHyperlinks.pdf
https://www.racialequityalliance.org/wp-content/uploads/2018/04/GARE_LibrariesReport_v8_DigitalScroll_WithHyperlinks.pdf
https://libguides.osl.state.or.us/conted/edi
https://www.csps-efpc.gc.ca/tools/jobaids/tools-combat-racism-eng.aspx
https://www.csps-efpc.gc.ca/tools/jobaids/tools-combat-racism-eng.aspx
https://www.canada.ca/en/government/publicservice/wellness-inclusion-diversity-public-service/diversity-inclusion-public-service2.html
https://www.canada.ca/en/treasury-board-secretariat/corporate/reports/building-diverse-inclusive-public-service-final-report-joint-union-management-task-force-diversity-inclusion.html
https://www.canada.ca/en/treasury-board-secretariat/corporate/reports/building-diverse-inclusive-public-service-final-report-joint-union-management-task-force-diversity-inclusion.html
https://www.canada.ca/en/treasury-board-secretariat/corporate/reports/building-diverse-inclusive-public-service-final-report-joint-union-management-task-force-diversity-inclusion.html
https://www.canada.ca/en/treasury-board-secretariat/corporate/reports.html
https://www.newswire.ca/news-releases/final-report-on-government-diversity-and-inclusion-released-663472533.html
https://www.cbc.ca/news/politics/employment-equity-task-force-1.6103132
https://www.canada.ca/en/employment-social-development/news/2021/07/government-of-canada-launches-task-force-to-review-the-employment-equity-act.html
https://www.canada.ca/en/employment-social-development/news/2021/07/government-of-canada-launches-task-force-to-review-the-employment-equity-act.html
https://www.canada.ca/en/privy-council/corporate/clerk/call-to-action-anti-racism-equity-inclusion-federal-public-service/letters-implementation.html
https://www.canada.ca/en/privy-council/corporate/clerk/call-to-action-anti-racism-equity-inclusion-federal-public-service/letters-implementation.html
https://www.canada.ca/content/dam/pco-bcp/images/pco2/misc/Action-eng.pdf
http://www.charlescsmithconsulting.ca/
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9.3 Community and registered non-profit organizations

Over the last two years, Canadian non-profit organizations have stated or reasserted their commitment to
incorporating equity, inclusion and anti-racism within their programming, governance, recruitment/hiring
process and employee training. The focus will of course be different and depend on the organization’s
mandate and mission.

—  https://tryingtogether.org/community-resources/anti-racism-tools

- h ://nonprofitr

—  https://experiencescanada.ca/forums-conversations/anti-racism-conversations/anti-racism-r
esources/

—  https://emtrain.com/microlessons/ally-workplace/?gclid=CiwKCAiArOqOBhBmEiwAsgeLmXW
FMZWiuogyzE3EINU02-9A3zp3DX8-Q_YsfbdMSTTgns53eKFfxBoCZIAQAvVD BwE

— For Creatives:

lid=CjwKCAIiAr BhBmEiwAsgelLmaj2lryzrglek]zo9IHWEwW kagKvktxUmZ:
jywKvAU7hoCxfAQAvD BwE&gclsrc=aw.ds

mcmles and- toolk|t

—  https://www.racialequitytools.org/glossar:
—  https://www.icpsr.umich.edu/web/pages/RCMD/anti-racism/

—  https://www.publicgardens.org/resources/anti-racism-outdoors-resource-guide

S&gclld C|wKCA|ArOgOBhBmElwAsgeLde8|c_>6HrIKxD zEEdskdXBRrLgxI8PIgPKCkrOr5vxseK
gF7TZV5x0CG88QAVD_BwE&gclsrc=aw.ds

—  https://www.racialequitytools.org/glossar
—  https://communitywise.net/wp-content/uploads/2017/10/AROC-Resources-and-Tools_web.

lic-service/task-force-diversity-inclusion.html
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https://tryingtogether.org/community-resources/anti-racism-tools/
https://nonprofitresources.ca/reconciliation-racial-justice-equity/
https://experiencescanada.ca/forums-conversations/anti-racism-conversations/anti-racism-resources/
https://experiencescanada.ca/forums-conversations/anti-racism-conversations/anti-racism-resources/
https://emtrain.com/microlessons/ally-workplace/?gclid=CjwKCAiArOqOBhBmEiwAsgeLmXWFMZWiuoqyzE3EInUo2-9A3zp3DX8-Q_YsfbdMSTTgns53eKFfxBoCZlAQAvD_BwE
https://emtrain.com/microlessons/ally-workplace/?gclid=CjwKCAiArOqOBhBmEiwAsgeLmXWFMZWiuoqyzE3EInUo2-9A3zp3DX8-Q_YsfbdMSTTgns53eKFfxBoCZlAQAvD_BwE
https://www.shutterstock.com/blog/anti-racism-resources?kw=&c3apidt=71700000050192818&gclid=CjwKCAiArOqOBhBmEiwAsgeLmaj2LryzrglekJzo9lHWEwt5e5oUyt6tkqKvktxUmZyQJjyvKvAU7hoCxfAQAvD_BwE&gclsrc=aw.ds
https://www.shutterstock.com/blog/anti-racism-resources?kw=&c3apidt=71700000050192818&gclid=CjwKCAiArOqOBhBmEiwAsgeLmaj2LryzrglekJzo9lHWEwt5e5oUyt6tkqKvktxUmZyQJjyvKvAU7hoCxfAQAvD_BwE&gclsrc=aw.ds
https://www.shutterstock.com/blog/anti-racism-resources?kw=&c3apidt=71700000050192818&gclid=CjwKCAiArOqOBhBmEiwAsgeLmaj2LryzrglekJzo9lHWEwt5e5oUyt6tkqKvktxUmZyQJjyvKvAU7hoCxfAQAvD_BwE&gclsrc=aw.ds
https://wellcome.org/what-we-do/our-work/diversity-and-inclusion/wellcomes-anti-racist-principles-and-toolkit
https://wellcome.org/what-we-do/our-work/diversity-and-inclusion/wellcomes-anti-racist-principles-and-toolkit
https://www.racialequitytools.org/glossary
https://www.icpsr.umich.edu/web/pages/RCMD/anti-racism/
https://www.publicgardens.org/resources/anti-racism-outdoors-resource-guide
https://www.shutterstock.com/blog/anti-racism-resources?kw=&c3apidt=71700000050192818&gclid=CjwKCAiArOqOBhBmEiwAsgeLmdZ8p6HrlKxD_zEEdskdXBRrLgxl8PIgPKCkr0r5vxseKZgF7TZV5xoCG88QAvD_BwE&gclsrc=aw.ds
https://www.shutterstock.com/blog/anti-racism-resources?kw=&c3apidt=71700000050192818&gclid=CjwKCAiArOqOBhBmEiwAsgeLmdZ8p6HrlKxD_zEEdskdXBRrLgxl8PIgPKCkr0r5vxseKZgF7TZV5xoCG88QAvD_BwE&gclsrc=aw.ds
https://www.shutterstock.com/blog/anti-racism-resources?kw=&c3apidt=71700000050192818&gclid=CjwKCAiArOqOBhBmEiwAsgeLmdZ8p6HrlKxD_zEEdskdXBRrLgxl8PIgPKCkr0r5vxseKZgF7TZV5xoCG88QAvD_BwE&gclsrc=aw.ds
https://www.racialequitytools.org/glossary
https://communitywise.net/wp-content/uploads/2017/10/AROC-Resources-and-Tools_web.pdf
https://communitywise.net/wp-content/uploads/2017/10/AROC-Resources-and-Tools_web.pdf
https://socialworklicensemap.com/social-work-resources/anti-racism-guide/
https://www.canada.ca/en/government/publicservice/wellness-inclusion-diversity-public-service/diversity-inclusion-public-service/task-force-diversity-inclusion.html
https://www.canada.ca/en/government/publicservice/wellness-inclusion-diversity-public-service/diversity-inclusion-public-service/task-force-diversity-inclusion.html
http://www.charlescsmithconsulting.ca/
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9.4 Educational Institutions as Workplace

On December 18, 2020, the Commissioner of the Ontario Human Rights Commission took the unusual step
to publish her Open Letter™ and thus, publicly calling Ontario academic institutions to account for failing to
ensure that their equity policies have adequate impact in addressing discrimination and racism. She stated
that “universities and colleges must take a hard and unflinching look at the ways their policies, practices, and
attitudes perpetuate discrimination.”

The pandemic was by no means the first instance of the issue of racism at Canadian, colleges and Universities
being raised within Canada’s postsecondary institutions®. Some institutions had seen multiple reports on the
matter commissioned and recommendations subsequently not implemented.

However, the pandemic was a watershed moment that revealed the degree of racist incidents and
discriminatory impact of campus structures and procedures. ** Consequently, a number of post-secondary
institutions are currently planning and implementing measures designed to create significant structural
change. The rise in demand for expertise in developing and implementing anti-racist strategies in the
workplace has even led to academic programs developed specifically for this area.

Please note that given the longer history of on-campus anti-racism work in the US compared to Canada, this
section includes American resources.

— https://ucsd.libguides.com/antiracism

— _ https://educ.queensu.ca/anti-racism-and-diversity-resources

https://www.washington.edu/raceequity/resources/anti-racism-resources
— _https://libguides.umn.edu/antiracismlens

gwdes html
https://guides.library.georgetown.edu/antiracism

— _ https://guides.ucsf.edu/anti-racism

—  https://researchguides.library.tufts.edu/AntiRacismResourceGuide

— _ https://www.holycross.edu/campus-life/diversity-and-inclusion/additional-resources/anti-rac
ism/anti-racism-action-plan-guidebook

5 https://www.ohrc.on.ca/en/news centre/letter-universities-and-colleges-racism-and-other-human-rights-concerns;

and a follow up letter in April 2021,

> Principles on Indigenous Education by Universities Canada, 2015; Inclusive Excellence Principles by Universities
Canada, 2017; Report on Equity, Diversity, and Inclusion by Universities Canada, 2019.

* In November 2021, 46 Canadian universities and colleges, including the country's largest post-secondary institutions,
were signing the Scarborough Charter on Anti-Black Racism and Black Inclusion in Canadian Higher Education.
https://www.utsc.utoronto.ca/principal/scarborough-charter.
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https://cardinalatwork.stanford.edu/manager-toolkit/engage/ideal-engage/anti-racism-toolkit
https://cardinalatwork.stanford.edu/manager-toolkit/engage/ideal-engage/anti-racism-toolkit
https://ucsd.libguides.com/antiracism
https://educ.queensu.ca/anti-racism-and-diversity-resources
https://www.washington.edu/raceequity/resources/anti-racism-resources/
https://libguides.uvic.ca/antiracism
https://libguides.umn.edu/antiracismlens
http://psychiatry.emory.edu/faculty/diversity.and.inclusion.subcommittee/antiracism.action.guides.html
http://psychiatry.emory.edu/faculty/diversity.and.inclusion.subcommittee/antiracism.action.guides.html
https://guides.library.georgetown.edu/antiracism
https://guides.ucsf.edu/anti-racism
https://researchguides.library.tufts.edu/AntiRacismResourceGuide
https://medicine.uiowa.edu/diversity/anti-racism-resource-guide-becoming-inclusive-leader
https://subjectguides.nscc.ca/anti-racism
https://edib.harvard.edu/combating-anti-black-racism
https://www.holycross.edu/campus-life/diversity-and-inclusion/additional-resources/anti-racism/anti-racism-action-plan-guidebook
https://www.holycross.edu/campus-life/diversity-and-inclusion/additional-resources/anti-racism/anti-racism-action-plan-guidebook
https://www.utsc.utoronto.ca/principal/scarborough-charter
https://www.ohrc.on.ca/en/news_centre/letter-universities-and-colleges-racism-and-other-human-rights-concerns
https://www.ohrc.on.ca/en/news_centre/letter-universities-and-colleges-actions-address-systemic-discrimination
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—  https://subjectguides.lib.neu.edu/antiracismguide

https://libguides.westvalley.edu/antiracism

— _ https://libraryguides.saic.edu/learn_unlearn
— _https://guides.wpl.winnipeg.ca/racism
—  https://credef.ugam.ca/publications/guide-antiracisme/

9.5 Labour Organizations

A number of Canadian unions have in recent years undergone equity audits and developed anti-racism
strategies; understanding that that a labour movement cannot hope to remain relevant and to achieve social
and economic justice when racial inequities continue to persist. Therefore, those unions are engaging as
organizations in efforts to advance the priorities of Black, Indigenous, and racialized workers, be it through
advocacy, education or at the bargaining table with the goal to make the fight against racism a priority at the

and “build [...] an anti-racist labour movement”.”’

— h : nion. nti-racism-r. r

— _ http://www.ufcw.ca/index.php?option=com _content&view=article&id=32798&I|temid=2483
&lang=en

— _ https://cupe.ca/making-anti-racism-part-our-everyday-union-life

— _https://cupe.ca/sites/cupe/files/anti-racism_eng final v11.pdf

— _ https://cupe.on.ca/wp-content/uploads/2019/08/AROAP-FINAL.pdf

— _https://d3n8a8pro7vhmx.cloudfront.net/torontoyorklabour/pages/80/attachments/original
1550092276/equity_handbook.pdf?1550092276

— _https://inar.ie/our-work/projects/face-up-to-racism-trade-union-project/

— https://canadianlabour.ca/issues/ending-discrimination/

— _ https://www.pcs.org.uk/campaigns/focus-why-climate-change-trade-union-issue/focus-why-r
acism-trade-union-issue

— __https://opseu.org/anti-racism/

—  https://www.unison.org.uk/content/uploads/2016/11/24073.pdf

— _https://amapceo.on.ca/union-working-to-improve-ministries-anti-racism-plans

9.6 Continuing Education Programs

The rise in demand for expertise in developing and implementing anti-racist strategies in the workplace has
led to programs developed specifically for this area.

= University of British Columbia:
https://extendedlearning.ubc.ca/courses/anti-racism-strategies-workplace/mc653
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https://subjectguides.lib.neu.edu/antiracismguide
https://libguides.westvalley.edu/antiracism
https://cfs-fcee.ca/wp-content/uploads/2019/07/Anti-Racism-Toolkit-Final-1.pdf
https://equity.ubc.ca/news-and-stories/activating-solidarity-a-guide-to-anti-racism-work/
https://www.edutopia.org/article/guide-equity-and-antiracism-educators
https://libraryguides.saic.edu/learn_unlearn
https://guides.wpl.winnipeg.ca/racism
https://credef.uqam.ca/publications/guide-antiracisme/
https://psacunion.ca/anti-racism-resources
http://www.ufcw.ca/index.php?option=com_content&view=article&id=32798&Itemid=2483&lang=en
http://www.ufcw.ca/index.php?option=com_content&view=article&id=32798&Itemid=2483&lang=en
https://cupe.ca/making-anti-racism-part-our-everyday-union-life
https://cupe.ca/sites/cupe/files/anti-racism_eng_final_v11.pdf
https://cupe.on.ca/wp-content/uploads/2019/08/AROAP-FINAL.pdf
https://d3n8a8pro7vhmx.cloudfront.net/torontoyorklabour/pages/80/attachments/original/1550092276/equity_handbook.pdf?1550092276
https://d3n8a8pro7vhmx.cloudfront.net/torontoyorklabour/pages/80/attachments/original/1550092276/equity_handbook.pdf?1550092276
https://inar.ie/our-work/projects/face-up-to-racism-trade-union-project/
https://canadianlabour.ca/issues/ending-discrimination/
https://www.pcs.org.uk/campaigns/focus-why-climate-change-trade-union-issue/focus-why-racism-trade-union-issue
https://www.pcs.org.uk/campaigns/focus-why-climate-change-trade-union-issue/focus-why-racism-trade-union-issue
https://www.unitetheunion.org/media/1457/race-equality-guide-for-unite-negotiators.pdf
https://opseu.org/anti-racism/
https://www.unison.org.uk/content/uploads/2016/11/24073.pdf
https://amapceo.on.ca/union-working-to-improve-ministries-anti-racism-plans
https://extendedlearning.ubc.ca/courses/anti-racism-strategies-workplace/mc653
https://ourtimes.ca/article/building-an-anti-racist-labour-movement
http://www.charlescsmithconsulting.ca/
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= York University: https://futurestudents.vorku.ca/program/certificates/anti-racist-research-practice

= University of Toronto:

https://www.rotman.utoronto.ca/ProfessionalDevelopment/Executive-Programs/Programs-Individual
s/InclusionByDesign?gclid=CjOKCQiAoY-PBhCNARIsABcz770ViVIulMry7A73mTOmWCQSRhwSk2VrCOr

2NTaWFuQAXpc30AJ29Z8aAnn5EALW_wcB&gclsrc=aw.ds

= Centennial College:

https://www.centennialcollege.ca/programs-courses/schools/school-of-advancement/part-time-pro

rams/leadership-and-inclusion-certificate-6730/ in collaboration with the Canadian Centre for

Diversity and Inclusion (CCDI)

= George Brown College:
https://coned.georgebrown.ca/courses-and-programs/diversity-equity-and-inclusion-in-the-workplac
e-program

= University of Guelph:

ENDNOTES
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https://futurestudents.yorku.ca/program/certificates/anti-racist-research-practice
https://www.rotman.utoronto.ca/ProfessionalDevelopment/Executive-Programs/Programs-Individuals/InclusionByDesign?gclid=Cj0KCQiAoY-PBhCNARIsABcz770ViVJulMry7A73mT0mWCQSRhwSk2VrC9r2NTaWFuQAXpc3OAJ29Z8aAnn5EALw_wcB&gclsrc=aw.ds
https://www.rotman.utoronto.ca/ProfessionalDevelopment/Executive-Programs/Programs-Individuals/InclusionByDesign?gclid=Cj0KCQiAoY-PBhCNARIsABcz770ViVJulMry7A73mT0mWCQSRhwSk2VrC9r2NTaWFuQAXpc3OAJ29Z8aAnn5EALw_wcB&gclsrc=aw.ds
https://www.rotman.utoronto.ca/ProfessionalDevelopment/Executive-Programs/Programs-Individuals/InclusionByDesign?gclid=Cj0KCQiAoY-PBhCNARIsABcz770ViVJulMry7A73mT0mWCQSRhwSk2VrC9r2NTaWFuQAXpc3OAJ29Z8aAnn5EALw_wcB&gclsrc=aw.ds
https://www.centennialcollege.ca/programs-courses/schools/school-of-advancement/part-time-programs/leadership-and-inclusion-certificate-6730/
https://www.centennialcollege.ca/programs-courses/schools/school-of-advancement/part-time-programs/leadership-and-inclusion-certificate-6730/
https://coned.georgebrown.ca/courses-and-programs/diversity-equity-and-inclusion-in-the-workplace-program
https://coned.georgebrown.ca/courses-and-programs/diversity-equity-and-inclusion-in-the-workplace-program
https://courses.opened.uoguelph.ca/search/publicCourseSearchDetails.do?method=load&courseId=32251603
https://courses.opened.uoguelph.ca/search/publicCourseSearchDetails.do?method=load&courseId=32251603
https://www.uwindsor.ca/continuingeducation/558/fundamentals-race-and-anti-black-racism
http://www.charlescsmithconsulting.ca/
mailto:charlescsmith@rogers.com

	 
	 
	Anti-Racism & Organizational Change:  
	A Guide for Employers  ​ 
	INTRODUCTION 
	2.​PROMOTING ANTI- RACISM IN THE WORKPLACE: FINDING COMMON LANGUAGE 
	2.1 Raising Awareness:  
	2.2 Communications:  
	2.3 Organizational Review and Engagement: 

	3.​SUSTAINING ANTI- RACISM IN THE WORKPLACE: CHANGING CONVERSATIONS & CULTURES 
	3.1 Understanding Workplace Norms:  
	3.2 Shifting Workplace Systems and Culture: 
	4.1 Recruitment 
	4.2 Interviewing Practices 
	4.3 Professional Development, Education and Training: 
	4.4 Mentoring: 
	5.5 Performance Development and Appraisal: 

	7.​CLOSING THOUGHTS 
	8.​RESOURCES BY SUBJECT 
	9.​RESOURCES BY SECTOR 
	9.1 Provincial & Territorial Human Rights Agencies 
	9.2 Public Service Sector 
	9.3 Community and registered non-profit organizations 
	9.4 Educational Institutions as Workplace 
	9.5 Labour Organizations  
	9.6 Continuing Education Programs 

	ENDNOTES 

