
                
 
 
 
 
   
                                                                                     
 
  

  
TO: 

  
CHAIR AND MEMBERS 

 CORPORATE SERVICES COMMITTEE 
 

MEETING ON FEBRUARY 16, 2016 
 

  
FROM: 

 
VERONICA MCALEA MAJOR 

MANAGING DIRECTOR, CORPORATE SERVICES AND  
CHIEF HUMAN RESOURCES OFFICER 

 
  
SUBJECT: 

  
UPDATE: WORKPLACE AND COMMUNITY DIVERSITY AND INCLUSION  

 
 

 RECOMMENDATION 
 
That, on the recommendation of the Managing Director, Corporate Services & Chief 
Human Resources Officer: 
 

a) Part I of this Report which provides an update on initiatives undertaken in 
support of the Workplace Diversity and Inclusion Plan  BE RECEIVED for 
information purposes, and 

b) Part II of the this Report which responds to Council’s Resolution of January 26, 
2016 requesting a report back with strategies including the potential creation of 
a staff position within the approved budget,  to assist with the attraction and 
retention of qualified individuals who reflect the diversity of our community; 
provision of advice and tools to the Municipal Council and the Civic 
Administration to assist with addressing integration, diversity and inclusion of 
all Londoners; and the establishment of strategies to create a City of London 
workforce that is more reflective of the diversity of the community BE 
RECEIVED for information purposes and for purposes of directing Civic 
Administration with respect to further action required. 

 
  
 PREVIOUS REPORTS PERTINENT TO THIS MATTER 

 
• July 22, 2014 Report to Corporate Services Committee regarding “Update: 

Workplace Diversity Statement and Plan”. 
 

 BACKGROUND 
 
Part I of this Report provides an update with respect to initiatives undertaken by Civic 
Administration in support of workplace diversity and inclusion. 
 
Part II of this Report provides information in response to Council’s Resolution of January 
26, 2016 directing Civic Administration to report back “with strategies including the 
potential creation of a staff position within the approved budget, to assist with the 
attraction and retention of qualified individuals who reflect the diversity of our community; 
provision of advice and tools to the Municipal Council and the Civic Administration to 
assist with addressing integration, diversity and inclusion of all Londoners; and the 
establishment of strategies to create a City of London workforce that is more reflective of 



                
 
 
 
 
   
                                                                                     
 
the diversity of the community”. 
 
Part I 
 
This part of the Report provides an overview of work completed prior to and under the 
2009 Workplace Diversity Plan and details more specifically the activities undertaken by 
Civic Administration under the Workplace Diversity and Inclusion Plan which was 
launched in 2014 and is attached as “Appendix A”.   
 
As an employer, the Corporation of the City of London has a strong commitment to 
workplace diversity and inclusion.  Having a wide variety of people in our workplace helps 
the Corporation to be more flexible, creative and responsive. It helps us provide better 
service to our diverse community. An inclusive organizational culture is one where people 
are comfortable and confident to be their whole selves at work and where they feel like 
they fit. This is a work environment which recognizes, respects and uses the uniqueness 
of each employee, encouraging them to contribute to their full potential. This type of 
environment helps the Corporation be better positioned to recruit and retain top talent, to 
provide exemplary service to our community. 
 
2009 Workplace Diversity Statement and Plan 
 
The Corporation’s first Workplace Diversity Statement and Plan was launched in 2009 
and affirmed that the Corporation values diversity and inclusiveness and believes that 
both are central components towards building a more supportive workplace that is 
representative of our community.  
 
Key achievements aimed at building a more supportive and diverse workplace, 
representative of our community undertaken by Civic Administration included:  
 

• with support from the London Diversity and Race Relations Advisory Committee, 
conducting a review of our recruitment and selection process so all candidates 
have an equal opportunity to demonstrate their qualifications 

• adopting the “Hire Desk” software program, allowing applications to be submitted 
online with a screening process that eliminates identifiable demographic 
information 

• launching the new “Career Opportunities” section on the London.ca website 
featuring  “Newcomers To Canada” and “Workplace Diversity” pages 

• becoming the first municipality in Canada to be a Pride At Work Canada Partner 
• becoming an active member of the Ability First Coalition; a resource group 

promoting employment of persons with disabilities 
• reflecting our commitment to diversity in recruitment promotion materials (e.g. job 

postings, brochures, website) 
• establishing relationships with community partners for job postings distribution to 

maximize communication of opportunities to potential applicants  
• attending numerous outreach activities including job fairs, training and community 

events 
• in partnership with representatives from the London Coordinating Committee to 

End Woman Abuse (“LCCEWA”) developing and delivering the “I Step Forward to 
End Violence and Abuse in My Community, Workplace and Home” (“I Step 
Forward”).  The I Step Forward program provides employees with information on 
the dynamics of woman abuse, sexual violence and family violence including 
elders, children and intimate partners; offer practical tools and strategies to abused 
employees on how to access support and safety planning in the workplace; offer 
tools and strategies to managers on how to better assist abused employees to 
enhance their safety and maintain their employment;  as well as to provide referrals 



                
 
 
 
 
   
                                                                                     
 

and access to resources in our community.  In 2010, the Corporation was awarded 
the Canadian Association of Municipal Administrators Excellence in Education 
Award for the I Step Forward program in recognition of innovation, dedication and 
meritorious service in municipal administration in Canada for this program   

• coordinating many co-op and internship placements hosted by the Corporation 
• in partnership with LCCEWA developing and delivering “Respect At Work” training 

which raises awareness and understanding for employees around relating 
effectively at work, nurturing diversity and fostering a work environment that is free 
from harassment and discrimination 

• developing and delivering “Diversity in the Workplace” and “Moving Toward a More 
Supportive Workplace” training programs as part of the Management Foundations 
Program, offered through the Richard Ivey School of Business 

• developing a list of employees able to assist with language interpretation 
• creating and leading the Diversity Task Force for representatives of the City’s 

agencies, boards and commissions to share best practices with respect to diversity 
and inclusion 

• in partnership with the London Diversity and Race Relations Advisory Committee 
developing and publishing an annual multi-faith observance calendar 

• conducting a workforce census to assist with understanding the Corporation’s 
progress in creating a diverse workforce, reflective of our community 

 
 
2014 Workplace Diversity and Inclusion Plan 
 
Having regard to best practice research and consultation with our employees, a new 
Workplace Diversity and Inclusion Plan was developed which built upon the foundation 
laid by the 2009 Workplace Diversity Plan and the accomplishments achieved pursuant 
to that Plan.  The 2014 Workplace Diversity and Inclusion Plan is intended to act as a 
roadmap over the next several years to deliver on the vision set out in the new Workplace 
Diversity and Inclusion Statement, which is included in Appendix “A” to this Report.   
 
Supported by the Workplace Diversity and Inclusion Committee which is comprised of 
employee representatives from across the Corporation, the Workplace Diversity and 
Inclusion Plan has the following areas of focus: 
 

1. Create a more diverse workforce, reflective of our community by: 
• Maintaining proactive and responsive recruitment outreach activities which will 

attract a diverse population of potential employees to the Corporation. 
• Ensuring recruitment and selection processes and systems are equitable and free 

from barriers. 
 

2. Foster a more inclusive organizational culture by: 
• Developing employee understanding and skill to help create an inclusive 

workplace. 
• Creating workplace activities and systems to acknowledge and celebrate the 

diversity present in our workforce. 
• Ensuring policies, systems, processes and practices are equitable, free from 

barriers and allow all employees to contribute to their full potential. 
• Establishing structures to support the creation and operation of Employee 

Resource Groups. 
 
Key accomplishments during 2015 under each of the Workplace Diversity and Inclusion 
Plan areas of focus, include: 
 
 



                
 
 
 
 
   
                                                                                     
 
Focus Area 1: Create a more diverse workforce, reflective of our community. 
 
Civic Administration continued to participate in various recruitment outreach activities, 
focused on promoting employment with the Corporation to a diverse array of potential 
new talent, raise awareness of our recruitment process and create transparency. The 
Corporation was represented at seven community job fairs, as well as 19 events with 
community agencies. These included events with Fanshawe College, Western University, 
the London Home Builders’ Association, Western Engineers’ Society, Student 2 
Business, the London-Middlesex Immigrant Employment Council Networking Breakfast 
and several London high schools.  
 
The Corporation once again supported the operation of Camp FFIT (female firefighters in 
training) to encourage more women to consider a career in fire service. Managed by a 
City of London firefighter and supported by volunteers, this one week program provides 
women 15-18 years of age first-hand knowledge and exposure to performing the duties 
of a firefighter.  
 
To ensure opportunities for employment with the Corporation were widely communicated, 
Civic Administration continued to provide all job postings directly to the following 
community organizations: 
 

• African Canadian Federation of 
London and Area  

• ATN Access Inc. 
• Boys and Girls Club 
• Brock University 
• Canadian Forces 
• Canadian Hearing Society 
• Chippewas of the Thames 
• College Boreal 
• Community Employment Choices 
• Community Living London 
• Daya Counselling 
• Employment Sector Council 

London-Middlesex  
• Fanshawe College 
• GAIN Employment Centre 
• Goodwill Industries 
• Hutton House 
• Labourers’ International Union of 

North America Local 1059 
• LEADS Employment Services 
• London Cross Cultural Learner 

Centre  
• London District Catholic School 

Board 
• London Economic Development 

Corporation 
• London Public Library 
• London Urban Services 

Organization  
• London Training 
• London Unemployment Help 

Centre 
• March of Dimes 
• Metis nation 
• Middlesex County 
• Middlesex County Library 
• Ministry of Community & Social 

Services 
• N’Amerind Friendship Centre 
• Nokee Kwe 
• Oneida First Nation 
• Pathways Skills Development 
• QUEST Centre Community 

Initiatives 
• Skills Centre 
• Small Business Centre 
• Strathroy Employment Resource 

Centre 
• Thames Valley District School 

Board 
• United Way 
• Western University  
• Western Ontario Therapeutic 

Community Hostel 
• WIL Employment Connections 
• Workforce Development 
• Youth Opportunities Unlimited

 
Supporting the integration of young, new talent into our workforce, the Corporation hosted 
69 students with co-op and student placements, and one individual with the Engineers In 
Training Program. Six individuals were hosted under the Corporation’s internship 
program, which is focused toward persons with disabilities, new immigrants and recent 
post-secondary graduates. The program provides four month’s paid work experience 
within the Corporation under the guidance of a City employee and Human Resources. 
Participants gain strategies to overcome potential employment barriers, increase job 
readiness and marketability, as well as access to professional networks and employment 



  
 
 
 
 
   
                                                                                     
 
references. The internships occurred in the following areas: Housing, Children’s Services, 
Parks & Recreation, Human Resources, Intergovernmental & Community Liaison and the 
City Manager’s Office.  
 
A review of the Corporation’s existing recruitment outreach promotion materials (e.g. 
brochures, posting and e-mail templates) was undertaken by the Workplace Diversity and 
Inclusion Committee to ensure they reflect our new Workplace Diversity and Inclusion 
language and programs. Recommendations were provided to the Employee and Client 
Relations team for consideration upon the next print of these materials, such as 
increasing colour contrasting for persons with low vision, making some materials more 
concise, adding social media logos and links, replacing dated location photos and 
featuring employees who visibly represent persons with disabilities, Indigenous peoples 
and members of the LGBT community.  
 
To ensure recruitment staff stay skilled with diversity and inclusion practices, 
presentations were delivered to the Employee and Client Relations team on topics such 
as building inclusive organizations, recruitment bias, discrimination awareness, 
supporting introverts and extroverts. As well, resources were provided on topics such as 
disability sensitivity, LGBT workplace inclusion and generations in the workplace.  
 
Work is underway to develop a multi-year recruitment outreach plan with emphasis 
toward underrepresented demographic groups identified through a workforce census. 
The plan will look to identify City employees within underrepresented demographic 
groups, who can act as resources to the Corporation in connecting with their communities. 
Additionally, the plan will seek to foster external relationships with members of 
underrepresented groups, to ensure they are aware of employment opportunities with the 
Corporation and that they do not experience systemic barriers in applying for employment 
opportunities. This will allow the Corporation to draw upon the widest pool of potential 
talent in our recruitment efforts. This plan will be implemented under a new staffing model 
in Human Resources, established in late 2015. The newly developed Talent Management 
section includes two Talent Acquisition Specialists, solely focused to support recruitment 
activities for the Corporation. Future plans, (2020) which will be subject to budgetary 
approvals, are to add a third member to this team to enable all casual recruitment to be 
fully centralized within the Human Resources Division. 
 
Changing the face of our organization requires the opportunity to welcome new 
employees, which given the Corporation’s average turnover rate, could take time. Recent 
changes to the mandatory retirement age and economic conditions have contributed to 
fewer permanent employees choosing to retire than had been earlier forecast. Civic 
Administration continues to monitor this trend and projects a potential increase of 
retirements in 2018.  It is hoped, however, that new opportunities for hiring individuals 
who are representative of our community will be realized sooner through this year’s 
temporary hiring.  2016 marks the beginning of a new four year cycle for summer 
temporary hiring. Over 200 temporary employees are brought on each spring for a variety 
of occupations, those hired for most of these positions can now only be employed a 
maximum of four seasons. This protocol was established in 2012 to provide more 
opportunities for a larger group of Londoners to access employment opportunities at the 
City. 
 
Civic Administration plans to conduct another workforce census in 2016, and compare 
this data with that of the Canada Census and the Corporation’s 2011 workforce census. 
This will help to measure progress of the Corporation’s efforts toward creating a more 
diverse workforce, reflective of our community and identify areas where additional efforts 
are required. It will also provide insight to our employee demographics and support the 
delivery of responsive human resources services.  
 



  
 
 
 
 
   
                                                                                     
 
Focus Area 2: Foster a more inclusive organizational culture. 
 
A training segment which introduces the Corporation’s approach to workplace diversity 
and inclusion was introduced late spring 2014. The content is delivered to all new recruits 
through the New Employee Orientation program and to existing employees as part of the 
“It Starts With Me” training course. This course introduces policies regarding the 
prevention of harassment and discrimination and promotion of appropriate interpersonal 
behaviour in the workplace; including accommodation of employees with disabilities and 
time off for religious observance. To date, 1145 employees have received the Workplace 
Diversity and Inclusion training.  
 
For the sixth year, Civic Administration published a Multi-Faith Observance calendar to 
increase awareness of religious celebrations outside of one’s own practice. Posters of the 
calendar were distributed across the Corporation and each month’s celebrations are 
featured on the “Team London” home page of the intranet. In October, a new electronic 
calendar was launched on the Corporation’s intranet. This interactive and educational tool 
includes a much broader list of days of significance along with explanation of the meaning 
behind them.  Events which may have scheduling considerations are highlighted, to help 
ensure the planning of employee or community events take cultural practices into 
consideration. In addition, London specific community events are listed, with the intent to 
encourage employee awareness and participation.  
 
Infrastructure to support the creation and operation of Employee Resource Groups 
(ERGs) was developed and employees were invited to submit proposals for approval. 
ERGs are formal connecting structures for employees who share a common diversity 
dimension and their allies. Members act as supports to each other and as a resource to 
the Corporation. ERGs representing members of the LGBT community, employees with 
under five years’ service and women in gender minority occupations have been formed. 
The ERG for employees with under five years has established its name as “U5”; they 
have confirmed their focus and have begun actions from their work plan. Steps are 
underway to establish membership and begin operations for the remaining groups and 
ongoing communications will continue to invite proposals for additional ERGs. 
 
Once again, the Corporation participated in the London Pride Festival. Over eighty 
people, including employees, their families and members of Council marched in the 
parade with an energetic float which featured several occupations of the Corporation. 
 
One of the planned measurements of the Workplace Diversity and Inclusion Plan was to 
pose questions related to an inclusive workplace in surveys. This occurred within the 
Corporation’s recent Employee Engagement Survey in which seventy-one per cent of 
employees participated. The overall corporate results for these questions were quite 
favourable and provide a solid baseline of information for future measurement. Seventy-
eight per cent of respondents strongly agreed/agreed that “We have a work environment 
that is open and accepts individual differences (e.g. gender, race, ethnicity, sexual 
orientation, religion, age). Sixty-four per cent of respondents strongly agreed/agreed that 
“I feel this organization values diversity”. Seventy-six per cent of respondents strongly 
agreed/agreed that “My co-workers respect my thoughts and feelings”.  
 
Alliances and Partnerships 
 
The Workplace Diversity and Inclusion Lead continued to work with the London Diversity 
and Race Relations Committee as a resource member and staff support. This included 
facilitation of a visioning session and the creation of a work plan. Human Resources staff 
also remained as an Executive Member of the Ability First Coalition; a not-for-profit 
organization which brings together employers to share best practices and experiences 
related to hiring and retaining persons with disabilities.  



  
 
 
 
 
   
                                                                                     
 
 
The City of London was the first municipality to be a Pride At Work Canada Partner and 
proudly continued its alliance this past year. This organization provides resources, 
supports and networking to employers aimed to improve the climate of inclusiveness for 
LGBT employees in the workplace, thus helping the Corporation to attract and retain 
employees from this demographic and foster a safe environment for those who are 
questioning, or who choose to come out or transition in the workplace. Pride At Work 
Canada provided resources this past spring to assist the Corporation in supporting a trans 
employee returning to the workplace. In addition, during the Pride London Festival, the 
Corporation hosted a community seminar with Pride At Work Canada entitled “LGBT 
Workplace Inclusion”. Participants included the general public, as well as managers and 
human resources professionals from area businesses and non-profit agencies. The 
seminar focused on terminology, history, current legislation and societal factors, the 
business case for LGBT inclusion, strategies and measurements.  
 
Civic Administration continued to coordinate quarterly meetings of the Diversity Task 
Force, with its focus to bring together representatives of the Corporation and the City’s 
agencies, boards and commissions to share education, best practices and resources. 
Educational materials were shared on the topics of discrimination, bias in recruitment and 
LGBT inclusion. Training materials and resources were shared on inclusion, bias, the 
business case for diversity and inclusion, and Pride At Work Canada. 
 
A new alliance is being formed with the Access Centre For Regulated Employment in 
London, which supports internationally trained individuals seeking licensure or related 
employment in Ontario’s regulated professions.  
 
Part II 
 
On January 26, 2016 Council passed a Resolution directing Civic Administration to report 
back “with strategies including the potential creation of a staff position within the approved 
budget, to assist with the attraction and retention of qualified individuals who reflect the 
diversity of our community; provision of advice and tools to the Municipal Council and the 
Civic Administration to assist with addressing integration, diversity and inclusion of all 
Londoners; and the establishment of strategies to create a City of London workforce that 
is more reflective of the diversity of the community.” 
 
Workplace Strategies and Supports 
 
As noted above, Civic Administration is committed to working to create a more diverse 
workforce, reflective of our community and fostering a more inclusive organizational 
culture. Our 2009 and 2014 Workplace Diversity and Inclusion Plans have focused much 
effort towards these objectives but there is still work to be done. While various positions 
within the Human Resources Division facilitate this work, progress relies on the support 
of employees across the organization as well as groups external to the organization. For 
example, the following groups and positions have contributed to our progress in these 
areas: 
 

• London Diversity and Race Relations Advisory Committee – available as a resource 
to Civic Administration for workplace diversity and inclusion matters 

• Pride at Work Canada – provides resources, supports and networking to improve 
the climate of inclusiveness for LGBT employees 

• London Coordinating Committee to End Woman Abuse – available as a resource 
to Civic Administration regarding relating effectively at work, nurturing diversity, 
dynamics of woman abuse, sexual violence and family violence, as well as to 
provide referrals and access to resources in our community  

• Ability First Coalition - brings together employers to share best practices and 



  
 
 
 
 
   
                                                                                     
 

experiences related to hiring and retaining persons with disabilities.  
• Diversity Task Force - brings together representatives of the Corporation and the 

City’s agencies, boards and commissions to share education, best practices and 
resources. 

• Workplace Diversity and Inclusion Committee – provides advice on and supports 
implementation of actions from the Workplace Diversity and Inclusion Plan and 
facilitates two-way communication and culture change within their respective work 
areas 

• Organizational Development Specialist – leads the development and 
implementation of the Workplace Diversity and Inclusion Plan 

• Human Rights Intake Administrator – receives and investigates complaints under 
the Corporation’s Workplace Harassment and Discrimination Prevention policy and 
Code of Conduct 

• AODA Specialist – responsible for the coordination of a corporate wide project that 
will identify, remove and prevent barriers for people with disabilities 

• Talent Development Specialists – deliver training related to workplace diversity and 
inclusion, as well as harassment and discrimination and code of conduct 

• Talent Acquisition Specialists – a newly created centralized service to develop and 
implement recruitment outreach activities and lead recruitment activities, with a 
diversity and inclusion lens.  

• Talent Management Specialists – support managers and teams in maintaining 
inclusive work environments 

• All Employees – responsible for workplace conduct in keeping with the 
Corporation’s Workplace Harassment and Discrimination Prevention policy and 
Code of Conduct, contributing to an inclusive work environment 

 
Should Council wish to create an additional staff position to support workplace diversity 
and inclusion initiatives, an additional staff position could be utilized to finalize the 
centralization of all recruitments earlier than originally had been anticipated (2020).  
Alternatively and preferably, the creation of a new position of Specialist, Talent Diversity, 
Inclusion and Engagement would be welcomed to speed up the pace at which the 
initiatives under the Workplace Diversity and Inclusion Plan are implemented as well as 
identify and introduce new initiatives which support diversity and inclusion through: 
 

• Providing strategic direction and advice in the creation of plans to integrate 
diversity and inclusion activities and goals at the Service Area level 

• Consulting with business units to assist in developing action plans to address 
identified  barriers to diversity and inclusion 

• Promoting and providing information to the Corporation on best practices, current 
research and trends related to diversity and inclusion  

• Developing and implementing a communication plan to further increase employee 
awareness of diversity and inclusion goals, benefits, expectations, roles and 
performance measurement 

• Coordinating recognition activities at the corporate level that support achievements 
by the Corporation, Service Areas, and individuals in furthering engagement goals 

• Building new relationships with external organization to stay informed of issues of 
diversity and inclusion 

• Developing training programs, protocols and procedures for applying a gender lens 
in the development of new policies across the Corporation.  

 
Community Strategies and Supports 
 
The City of London also actively supports community efforts to ensure inclusivity and 
diversity.   
  



  
 
 
 
 
   
                                                                                     
 
The City co-chairs the London & Middlesex Local Immigration Partnership (LMLIP), which 
is a collaborative community initiative designed to strengthen the role of our community 
in serving and integrating immigrants. LMLIP, which is funded by the federal and 
provincial governments as well as the Association of Municipalities of Ontario (AMO), 
brings together sectors, volunteers and immigrant communities to develop and implement 
locally-driven strategic plans for the successful integration of immigrants in London and 
Middlesex. The work of the LMLIP is guided by a Central Council and six Sub-councils 
representing issues on education, employment, health and wellbeing, inclusion and civic 
engagement, justice and protection services and settlement. Outcomes of LMLIP include 
supports and services for immigrants, communication and access to information, host 
community, and supports for service providers and advocacy/systemic change. 

LMLIP has engaged over 500 individuals and volunteers from ethno-cultural groups, 
service providers, government and others with an interest in immigrant integration issues 
and facilitated the development of over 20 innovative products and services (with more 
underway) built on creative partnerships across sectors. 

The City in partnership with the LMLIP and other community agencies has also been 
instrumental in supporting the local response to the Syrian Refugee Resettlement 
Initiative.  Beginning in September 2015, the City has acted as a leader in efforts to 
welcome and integrate Syrian refugees into the London community, working with refugee 
assistance and settlement programs, public and local health agencies, school boards, 
faith based and community organizations as well as the provincial and federal 
governments to support refugee families in acclimatizing to their new country, community 
and homes.  The success of this initiative to date speaks to the commitment of community 
stakeholders to create and sustain a welcoming and diverse community for all. 

 
2016-2019 Budget Impact 
 
As noted above, several Service Areas and Divisions within Civic Administration 
including; Government Relations, Human Resources and Social Services provide 
leadership and supports to organizational and community efforts to enhance diversity and 
inclusion efforts.  In addition to the budget funding that supports this work: 
 

• The 2016 Budget currently includes an assessment growth business case to 
create a dedicated staffing resource in Social Services to address immigration 
supports and activities.  

• The 2016 – 2019 Strategic Initiatives Business Case 23 – includes an internship 
program to provide work experience to foreign trained professionals. 

• Should Municipal Council, wish to create an additional resource to enhance the 
service levels identified within Human Resources as noted above, the City 
Treasurer advises that Civic Administration should be directed to: 

o develop a business case outlining the specific enhanced service levels, the 
desired outcome, the measurable results of the investment, the investment 
required to achieve the outcome and the impact on the tax levy.   

o The amount requested should then be added to the 2016-2019 budget and 
funded through a tax levy increase from rates.  

o Should Council, however, indicate this be funded from within the existing 
budget, other services will have to be eliminated from the budget to 
accommodate this enhancement. Since there would be no time to identify 
this prior to the budget being approved, a one-time draw from reserve fund 
may be necessary to establish time to phase the budget from the services 
being reduced, to the enhanced service identified above.  

 

http://immigration.london.ca/LMLIP/About-LMLIP/Pages/central-council.aspx
http://immigration.london.ca/LMLIP/About-LMLIP/Pages/employ-subcouncil.aspx
http://immigration.london.ca/LMLIP/About-LMLIP/Pages/hwb-subcouncil.aspx
http://immigration.london.ca/LMLIP/About-LMLIP/Pages/ice-subcouncil.aspx
http://immigration.london.ca/LMLIP/About-LMLIP/Pages/ice-subcouncil.aspx
http://immigration.london.ca/LMLIP/About-LMLIP/Pages/jps-subcouncil.aspx
http://immigration.london.ca/LMLIP/About-LMLIP/Pages/settlement-subcouncil.aspx
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