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Introduction
As an employer, the Corporation of the City of London has 
a strong commitment to workplace diversity and inclusion. 
A “Supportive and diverse workplace” is one of the 
governing principles of the Corporation’s Strategic Plan. 
 
Having a wide variety of people in our workplace helps our 
organization to be more flexible, creative and responsive. It 
helps us provide better service to our diverse community.
 
An inclusive workplace provides a supportive environment 
where people are comfortable and confident to be their 
whole selves at work. It means that we recognize each 
other’s differences, respect and celebrate them and ideally 
try to use them to provide better service.
 

A Workplace Diversity Statement and Plan was launched 
in 2009. There has been a lot of progress since then to help 
build a supportive and diverse workplace, representative 
of our community. The statement was updated in 2013 
with the help of the London Diversity and Race Relations 
Advisory Committee, which is an advisory group to City 
Council. The new statement reflects a focus on creating an 
inclusive workplace and has more concise and impactful 
wording. 
 
This plan will act as our roadmap over the next several years 
to deliver on the vision set out in the Workplace Diversity 
and Inclusion Statement. 
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Diversity is YOU!

Like puzzle pieces, our employees come in many 
different shapes, sizes, ages and colours. Like a 
jigsaw puzzle, it’s most meaningful and productive when 
those individual pieces fit together. 
 

As our Workplace Diversity and Inclusion Statement says, 
“diversity is you” – it’s about all of us. We are all unique, 
with multiple pieces that make up who we are. Things like 
your age, gender, nationality, sexual orientation, 
religious beliefs, language, education, work 
experience, family structure and job give you a 
particular perspective. 
 
These pieces make up the special person that you are, 
although there may be some you bring out more than 
others in the workplace depending on the situation. These 
differences create a diverse workforce. Respecting and 
celebrating these helps create an inclusive workplace. 

THAT’S
DIVERSITY!

THAT’S
INCLUSION!

THESE ARE YOUR
DIMENSIONS
OF DIVERSITY!
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Perhaps you learned the “Golden Rule” growing up. 
Unfortunately it may not be the best approach in an 
inclusive workplace. It suggests that we treat people the 
way we want to be treated; which may not necessarily be 
the way they want to be treated.
 
For example, perhaps I’m a very extroverted, outgoing, 
loud person and love to have people crowd around my 
workspace being silly, laughing and telling stories. Should 
I behave that way with my co-worker Marge who is very 
introverted, serious, task-oriented and quiet, just because I 
would be okay with it? That wouldn’t be very respectful. 
 
The “Platinum Rule” recognizes that not everyone wants to 
be treated the same way. It says that we should treat people 
how they want to be treated, regardless of how we might 
personally want to be treated in similar situations.

Dimensions of Diversity Golden Vs. Platinum

Internal Dimensions:
Mostly things that you were born with and that are visible. 

External Dimensions:
May be less visible and can change over time.

Organizational Dimensions:
Where you fit in the organization.

Adapted from: “Diverse Teams At Work”,
Gardenswartz and Rowe, Irwin Publishing, 1994.
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Workplace Diversity
and Inclusion Plan

The Workplace Diversity and Inclusion Committee has 
at least one representative from each of the Corporation’s 
Service Areas with a diverse mix of people from various 
backgrounds. The Committee provides advice and support 
to carry out the Corporation’s Workplace Diversity and 
Inclusion Plan. They do this by:
 
• Promoting workplace diversity and inclusion by modeling 
the behaviours associated with an inclusive organizational 
culture.

• Assisting in the planning and implementation of 
workplace diversity and inclusion campaigns and activities 
at the corporate and team level.

• Actively marketing workplace diversity and inclusion 
campaigns and activities to promote employee 
involvement.

• Collecting feedback from employees on workplace 
diversity and inclusion campaigns and activities and sharing 
this with the Committee to guide future planning.

• Monitoring and evaluating the Committee’s work to 
ensure its ongoing effectiveness.

The Committee

FOCUs AREA 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.

Proposed actions:

• Develop a multi-year recruitment outreach plan with 
emphasis toward groups identified in the workforce census* 
results.

• Enhance the Career Opportunities pages on London.ca  to 
support applicants through the recruitment process and 
highlight our inclusive work environment.

• Explore possible expansion of the current Internship 
Program* to offer positions toward other focused groups.

• Review and revise our recruitment outreach promotion 
materials to ensure they reflect our new Workplace Diversity 
and Inclusion language and programs. 

• Review the recruitment process through the lens of various 
dimensions of diversity to identify and resolve potential 
barriers*. 

• Provide ongoing resources to ensure recruitment staff stay 
skilled with diversity and inclusion practices.

From the top, left to right:

Paula Appleton Facilities
Teresa Louckes Ontario Works
Chris Ginty Financial Services
Leif Maitland Planning Policy & Programs
Jen Lajoie City Manager’s Office
Rebecca Ruddy City Clerk’s Office
Josh Ackworth Transportation Planning & Design
Carolyn de Groot Regional Water Supply
Bob Switzer Long Term Care
Jeff Shaughnessy Development Services
Aidan Prince Human Resources
Allison Vickerd Fire Services
Evan Jones Aquatics, Arenas & Attractions
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FOCUs AREA 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. 

Proposed actions:

• Identify what diversity and inclusion means to us and its 
value for the Corporation.

• Identify skills sets which would help build an inclusive 
environment. 

• Identify inclusion skills sets in job postings and interview 
tools. 

• Revise existing or create new training and education 
programs and materials to build knowledge and skills. 

• Identify inclusion skills sets in employee performance 
systems. 

• Create a library of diversity and inclusion tools and 
resources for employees.

• Launch a “Positive Space” * campaign, to create LGBT 
resource people throughout the Corporation. 

• Establish structures to profile employees celebrating their 
dimensions of diversity. 

• Expand the current multi-faith observance calendar to 
include cultural celebrations and other days of international 
recognition. 

• Establish a “Celebration Space” in City Hall for decorations 
to mark cultural celebrations and other days of international 
recognition. 

• Provide information to employees of celebrations 
occurring within the City of London; particularly those 
hosted or supported by the Corporation. 

• Review existing employee policies and practices with a 
diversity lens to identify and resolve potential barriers. 

• Review the existing “Time Off For Religious Observance” 
guidelines. 

• Conduct regular reviews of the various Human Resources 
services through lens of various dimensions of diversity to 
identify and resolve potential barriers. 

• Establishing structures to support the creation and 
operation of Employee Resource Groups*. 
 
 
For more information on the proposed actions
and timing, contact Aidan Prince at aprince@london.ca
or ext. 2789
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Recruitment barriers: Something which makes it 
difficult for a person to participate in the recruitment 
process (e.g. complex language on job postings, qualifications 
unrelated to the job, web page not accessible for persons with 
low vision).
 
Positive space Campaign: A training program which 
establishes Resource Persons throughout a workplace 
to help foster a welcoming environment for members of 
the Lesbian, Gay, Bisexual, Transgender and questioning 
community (LGBTQ).
 
Employee Resource Groups: A formal connecting 
structure for employees who share a common diversity 
dimension and their allies. Members act as supports to each 
other and a resource to the organization. 
 
Multi-faith observance calendar: Posted on City 
Connect and employee bulletin boards, this calendar lists 
significant religious holidays and celebrations.

Recruitment outreach: Two-way communication 
activities (e.g. job fairs, presentations, info booths, 
participation in festivals) with various groups in the 
community to share information about potential 
employment with the Corporation of the City of London 
and our processes and to better understand their view on 
any potential barriers they may face. 

Workforce census: A confidential survey which asks 
employees to identify demographic information about 
themselves such as age, gender, place of birth, religious 
affiliation, sexual orientation, immigration etc. 
 
Internship Program: Launched in 2013, the City 
of London Internship Program provides 4-month paid 
internships focused toward persons with disabilities, new 
immigrants and recent post-secondary graduates.

Terminology
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You can help!Measurement

The outcomes and impact of the Workplace Diversity and 
Inclusion Plan will be measured by reviewing the following 
sources of information:
 
• Statistics on recruitment outreach activities.

• Recruitment and selection process reviews.

• Statistics on employee demographics related to 
dimensions of diversity.

• Feedback from questions related to an inclusive workplace 
in exit interviews and employee engagement surveys.

• Statistics on investigations related to corporate policies 
addressing interpersonal conduct.

• Feedback from evaluation forms at training sessions 
related to workplace diversity and inclusion. 

• Statistics on permanent workplace accommodations 
related to an inclusive workplace.

• Activities and impact of Employee Resource Groups.

• Statistics on participation with activities which celebrate 
diversity.

• Workplace Diversity and Inclusion
Committee feedback.

We all have a part to play in helping to 
create an inclusive workplace. 
 
Consider these tips:

• Understand your dimensions of diversity and their 
potential impact on others.

• Share information about the pieces that make up who you 
are and ask others about theirs.

• Consider your own biases and try to ensure they don’t 
negatively influence how you treat others.

• Adjust your approach so that you can work better with 
the style of others – remember the “Platinum Rule” to treat 
people the way they want to be treated.

• Avoid participating in behaviour which is hurtful to others 
e.g. jokes, gossip.

• Use inclusive language to avoid making assumptions. For 
example, say “happy holidays” unless you know the person 
celebrates Christmas, use the term “partner” or “spouse” 
until you know the gender of a co-worker’s significant other. 

• Make an effort to include in activities or reach out to 
people whom you think are different than you. 

• Ensure that people who are different than you are heard, 
respected and included; particularly if you are in a position 
of power formally or informally. 

AN UNFAIR, NON-ObjECTIVE pREFERENCE
OR DISLIkE FOR SOMETHINg



For more information on Workplace Diversity and Inclusion,
visit our Team London web page or speak to any member

of the Workplace Diversity and Inclusion Committee.

P R I N T E D O N 100% R E C YC L E D PA P E R



 

 

 

Employment Status 

 
Employment Status 

2011 Workforce Census 2017 Workforce Census 

Response # Response Rate 
% 

Response # Response Rate 
% 

Permanent Full-Time 547 22 1224 58 

Permanent Part-Time -- -- 98 59 

Temporary / Casual -- -- 388 54 

No Answer -- -- 19 -- 

TOTAL  1,729 58 



 

Length of Service 

Length of Service % 

Less than 1 year 11.9% 

1 to 5 years 26.8% 

6 to 10 years 16.2% 

11 to 20 years 21.8% 

21 to 30 years 17.6% 

More than 30 years 4.0% 

No answer 1.6% 

TOTAL 100% 

 

   

 

Level of Education 

Level of Education % 

Elementary school -- 

Some high school 4.3% 

High school graduate or equivalent 7.6% 

Some college or technical school 8.8% 

College graduate / technical training program 33.0% 

Some university 6.8% 

University graduate 21.7% 

Post graduate or professional designation 14.5% 

Other 0.9% 

No answer 2.0% 

TOTAL 100% 

 
 



  

Age Profile 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

2011 NHS. Retrieved from: http://www12.statcan.gc.ca/nhs-enm/2011/dp-
pd/prof/details/page.cfm?Lang=E&Geo1=CSD&Code1=3539036&Data=Count&SearchText=London&SearchType=Begins&SearchPR=01&A1=All&B1=All&C
ustom=&TABID=1

 

 

Immigrants by Year of Immigration 

Immigration Status / 
Year 

2011 Workforce Census 2017 Workforce Census City of London1 

(2011) 

% % % 

Non-Immigrant 83% 82.7% 79% 

Immigrant 17% 14.0% 21% 

No answer -- 3.3% -- 

Year of Immigration 

2011 to 2017 -- 7.0% *2 

2006 to 2010 6% 8.7% 15% 

2001 to 2005 6% 15.7% 13% 

Before 2000 88% 68.6% 72% 

Total Immigrants 100% 100% 100% 

 
1 2011 NHS. Retrieved from: http://www12.statcan.gc.ca/nhs-enm/2011/dp-

pd/prof/details/page.cfm?Lang=E&Geo1=CSD&Code1=3539036&Data=Count&SearchText=London&SearchType=Begins&SearchPR=01&A1=All&B1=All&
Custom=&TABID=1 

2 Data currently unavailable. 
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http://www12.statcan.gc.ca/nhs-enm/2011/dp-pd/prof/details/page.cfm?Lang=E&Geo1=CSD&Code1=3539036&Data=Count&SearchText=London&SearchType=Begins&SearchPR=01&A1=All&B1=All&Custom=&TABID=1
http://www12.statcan.gc.ca/nhs-enm/2011/dp-pd/prof/details/page.cfm?Lang=E&Geo1=CSD&Code1=3539036&Data=Count&SearchText=London&SearchType=Begins&SearchPR=01&A1=All&B1=All&Custom=&TABID=1
http://www12.statcan.gc.ca/nhs-enm/2011/dp-pd/prof/details/page.cfm?Lang=E&Geo1=CSD&Code1=3539036&Data=Count&SearchText=London&SearchType=Begins&SearchPR=01&A1=All&B1=All&Custom=&TABID=1
http://www12.statcan.gc.ca/nhs-enm/2011/dp-pd/prof/details/page.cfm?Lang=E&Geo1=CSD&Code1=3539036&Data=Count&SearchText=London&SearchType=Begins&SearchPR=01&A1=All&B1=All&Custom=&TABID=1
http://www12.statcan.gc.ca/nhs-enm/2011/dp-pd/prof/details/page.cfm?Lang=E&Geo1=CSD&Code1=3539036&Data=Count&SearchText=London&SearchType=Begins&SearchPR=01&A1=All&B1=All&Custom=&TABID=1
http://www12.statcan.gc.ca/nhs-enm/2011/dp-pd/prof/details/page.cfm?Lang=E&Geo1=CSD&Code1=3539036&Data=Count&SearchText=London&SearchType=Begins&SearchPR=01&A1=All&B1=All&Custom=&TABID=1


 

Persons With Disabilities  

 2011 Workforce Census 2017 Workforce Census Ontario 15-64 years1 

% % % 

Persons with disabilities 9% 9.5% 5.5% 

 
1 Statistics Canada. Employment Equity Data Report. Retrieved from: https://www.canada.ca/en/employment-social-development/services/labour-

standards/reports/employment-equity-data-report/tables/table01.html 
 
 

 

Type of Disability 

Physical disability or health condition (e.g. visual impairment, hearing impairment, 
require the use of a wheelchair or guide dog or other support animal) 

39%   

Mental health disability (e.g. depression, bipolar, anxiety) 45%   

Learning disability (e.g. dyslexia, attention deficit disorder) 27%  

Any other disability affecting your ability to work, such as epilepsy, amputation, etc.) 7%  

Total Identifying a Disability 165* 

* Percentages total to more than 100 due to identification of multiple disabilities 

 

https://www.canada.ca/en/employment-social-development/services/labour-standards/reports/employment-equity-data-report/tables/table01.html
https://www.canada.ca/en/employment-social-development/services/labour-standards/reports/employment-equity-data-report/tables/table01.html
https://www.canada.ca/en/employment-social-development/services/labour-standards/reports/employment-equity-data-report/tables/table01.html
https://www.canada.ca/en/employment-social-development/services/labour-standards/reports/employment-equity-data-report/tables/table01.html


Race/Ethnicity 

Race/Ethnicity 2017 Workforce Census City of London1 

% % 

Aboriginal / Indigenous (e.g. member of a First Nation, a Métis, or Inuit) 1.1% 1.9% 

Arab (e.g. Iraqi, Lebanese, including those born in Canada and other 
countries) 

1.1% 
2.6% 

Black / African (e.g. African origin including those born in Canada and 
other countries such as Jamaica, Trinidad, Somalia, Nigeria, Italy, etc.) 

2.0% 
2.4% 

East Asian (e.g. Chinese, Japanese, Korean, including those born in 
Canada and other countries) 

1.0% 
2.9% 

Latin and South American (e.g. Mexican, Cuban, including those born in 
Canada and other countries) 

2.3% 
2.7% 

South Asian / East Indian (e.g. Indian, Bangladeshi, Pakistani, Nepalese, 
Tamil including those born in Canada and other countries such as 
Guyana, Trinidad, East Africa, etc.) 

1.9% 

2.2% 

Southeast Asian (e.g. Burmese, Cambodian, Filipino, Laotian, Thai, 
Vietnamese, including those born in Canada and other countries) 

1.6% 
1.0% 

West Asian (e.g. Afghan, Iranian, including those born in Canada and 
other countries) 

<1% 
0.8% 

White (e.g. English, French, Russian, Polish, Italian, Irish, Portuguese, 
German, etc., including those born in Canada and other countries) 

81.1% 
83.9% 

Persons of mixed origin (with parents in multiple groups listed above, 
including those born in Canada and other countries) 

2.8% 
0.3% 

Other, please specify <1% -- 

I do not wish to answer 4.5% -- 

TOTAL 100% 100% 

 
1 Statistics Canada. Employment Equity Data Report. Retrieved from: https://www.canada.ca/en/employment-social-development/services/labour-

standards/reports/employment-equity-data-report/tables/table01.html 
 

Aboriginal/Indigenous and Visible Minority (Racialized)  

 2011 Workforce Census 2017 Workforce Census City of London1 

% % % 

Aboriginal/Indigenous <1% 1.1% 1.9% 

Visible Minority (Racialized) 12% 14% 16% 
 

1 2011 NHS. Retrieved from: http://www12.statcan.gc.ca/nhs-enm/2011/dp-
pd/prof/details/page.cfm?Lang=E&Geo1=CSD&Code1=3539036&Data=Count&SearchText=London&SearchType=Begins&SearchPR=01&A1=All&B1=All&
Custom=&TABID=1 

 
 

https://www.canada.ca/en/employment-social-development/services/labour-standards/reports/employment-equity-data-report/tables/table01.html
https://www.canada.ca/en/employment-social-development/services/labour-standards/reports/employment-equity-data-report/tables/table01.html
https://www.canada.ca/en/employment-social-development/services/labour-standards/reports/employment-equity-data-report/tables/table01.html
https://www.canada.ca/en/employment-social-development/services/labour-standards/reports/employment-equity-data-report/tables/table01.html
http://www12.statcan.gc.ca/nhs-enm/2011/dp-pd/prof/details/page.cfm?Lang=E&Geo1=CSD&Code1=3539036&Data=Count&SearchText=London&SearchType=Begins&SearchPR=01&A1=All&B1=All&Custom=&TABID=1
http://www12.statcan.gc.ca/nhs-enm/2011/dp-pd/prof/details/page.cfm?Lang=E&Geo1=CSD&Code1=3539036&Data=Count&SearchText=London&SearchType=Begins&SearchPR=01&A1=All&B1=All&Custom=&TABID=1
http://www12.statcan.gc.ca/nhs-enm/2011/dp-pd/prof/details/page.cfm?Lang=E&Geo1=CSD&Code1=3539036&Data=Count&SearchText=London&SearchType=Begins&SearchPR=01&A1=All&B1=All&Custom=&TABID=1
http://www12.statcan.gc.ca/nhs-enm/2011/dp-pd/prof/details/page.cfm?Lang=E&Geo1=CSD&Code1=3539036&Data=Count&SearchText=London&SearchType=Begins&SearchPR=01&A1=All&B1=All&Custom=&TABID=1


  

Religion / Faith 

Religion / Faith 2017 Workforce Census City of London1 

% % 

Aboriginal / Indigenous spirituality 0.6% 0.1% 

Buddhist 0.7% 0.8% 

Christian 50.4% 62.8% 

Hindu 0.9% 0.8% 

Jewish 0.6% 0.5% 

Muslim 2.0% 4.4% 

Sikh 0% 0.2% 

No religious affiliation 34.2% 29.9% 

Other 1.4% 0.6% 

No answer 9.2%  

TOTAL 100% 100% 

1 Immigration Portal, 2011 National Household Survey Update, summarized in Religions in City of London, 2011. Retrieved from: 
http://immigration.london.ca/About-Us/Immigrant-Statistics/Pages/religions-in-london.aspx 

  

Gender 

Gender 2011 Workforce Census 2017 Workforce Census City of London1 

% % % 

Female 47% 51.2% 51.4% 

Male 53% 43.6% 48.6% 

Transgender  / Gender 
Non-Conforming 

-- 
0.8% 

-- 

No answer -- 4.4% -- 

TOTAL 100% 100% 100% 
 

1 2011 NHS. Retrieved from: http://www12.statcan.gc.ca/nhs-enm/2011/dp-
pd/prof/details/page.cfm?Lang=E&Geo1=CSD&Code1=3539036&Data=Count&SearchText=london&SearchType=Begins&SearchPR=01&A1=All&B1=All&C
ustom=&TABID=1 

http://immigration.london.ca/About-Us/Immigrant-Statistics/Pages/religions-in-london.aspx
http://www12.statcan.gc.ca/nhs-enm/2011/dp-pd/prof/details/page.cfm?Lang=E&Geo1=CSD&Code1=3539036&Data=Count&SearchText=london&SearchType=Begins&SearchPR=01&A1=All&B1=All&Custom=&TABID=1
http://www12.statcan.gc.ca/nhs-enm/2011/dp-pd/prof/details/page.cfm?Lang=E&Geo1=CSD&Code1=3539036&Data=Count&SearchText=london&SearchType=Begins&SearchPR=01&A1=All&B1=All&Custom=&TABID=1
http://www12.statcan.gc.ca/nhs-enm/2011/dp-pd/prof/details/page.cfm?Lang=E&Geo1=CSD&Code1=3539036&Data=Count&SearchText=london&SearchType=Begins&SearchPR=01&A1=All&B1=All&Custom=&TABID=1


 

 

Sexual Orientation 

Sexual Orientation 2017 Workforce Census 

% 

Bisexual 2.8% 

Gay 1.6% 

Heterosexual 80.2% 

Lesbian 1.3% 

Pansexual 1.1% 

Other 1.0% 

No answer 12.0% 

TOTAL 100% 

 
A Forum Research poll conducted in 2012* found that 5% of Canadians identify as lesbian, gay, bisexual or transgender. 
This is the best estimate of the LGBT+ population in Canada as Statistics Canada does not collect this data. 
 

* http://news.nationalpost.com/news/canada/the-true-north-lgbt-new-poll-reveals-landscape-of-gay-canada 
 

 

http://news.nationalpost.com/news/canada/the-true-north-lgbt-new-poll-reveals-landscape-of-gay-canada
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erien

ce
of

g
en

d
er

T
his

could
in

clsd
e

an
in

tern
al

sen
se

of
b

ein
g

a
m

an,
w

om
an,

both,
neither

or
an

o
th

er
g

en
d

er
entirely.

A
person’s

g
en

d
er

m
ay

o
r

m
ay

n
o

t
co

rresp
o

n
d

w
ith

social
en

p
ectatio

n
s

asso
ciated

w
ith

the
5ev

they
snere

assig
n

ed
at

b
irth

.
S

ince
g
en

d
er

id
en

tity
is

internal,
it

is
n

o
t

n
ecessarily

visible
to

o
th

ers.

G
E

N
D

E
R

E
X

P
R

E
S

S
IO

N
:T

h
e

w
ay

a
p

erso
n

p
resen

ts
an

d
co

m
m

u
n

icates
g
en

d
er

w
ithin

a
social

co
n

ten
t.

G
en

d
er

can
be

eupressed
through

clothing,
speech,

body
langoage,

hairstyle,
voice,

an
d
/o

r
th

e
em

p
h

asis
or

d
y
-em

p
h
asis

of
bodily

ch
aracteristics

or
b
eh

av
io

u
rs,

w
hich

are
o
ften

asso
ciated

w
ith

m
ascu

lin
ity

an
d

fem
ininity.

T
he

w
ays

in
w

hich
g
en

d
er

is
ev

p
ressed

are
culturally

specific
an

d
m

ay
ch

an
g
e

over
tim

e,
It

m
ay

also
be

referred
to

as
g
en

d
er

p
resen

tatio
n

or
g
en

d
er

p
erfo

rm
an

ce,

L
E

S
B

IA
N

(A
D

J
O

R
N

):
A

p
erso

n
w

ho
identifies

as
a

w
o

m
an

or
as

fem
inine

and
w

ho
euperiences

attractio
n

to
p

eo
p

le
of

th
e

sam
e

Sen
an

d
/o

r
g

en
d

er

PA
N

SE
X

U
A

L
(A

D
J):

A
person

w
ho

enperiences
attraction

to
people

ofdiverse
senes

and/or
genders.T

he
term

pansenual
reflects

a
desire

to
recognize

the
potential

for
attraction

to
senes

and/or
genders

that
enist

across
a

spectrum
and

to
challenge

the
sen/gender

binary.

C
ISG

E
N

D
E

R
(A

D
J):

R
efers

to
som

eone
w

hose
gender

identity
corresponds

w
ith

the
sen

assigned
to

them
atbirth

leg.,
a

cisgender
m

an
is

som
eone

w
ho

identifies
as

a
m

an
and

w
ho

w
as

assigned
m

ale
sen

at
birthi.

T
R

A
N

SG
E

N
D

E
R

IA
D

J)t A
person

snho
does

not
identify

either
fully

or
in

part
w

ith
the

gender
associated

w
ith

the
sen

assigned
to

them
at

birth—
often

used
as

an
um

brella
term

to
represent

a
snide

range
of

g
en

d
er

identities
and

enpressions.

Q
U

E
E

R
IA

D
JIt

A
term

used
by

tom
e

in
LO

RTO
com

m
unities,

particularly
yoath,

as
a

sym
bol

of
pride

and
affirm

ation
of

diversity.
T

his
term

m
akes

space
for

the
eapression

of
a

variety
of

identities
outside

of
rigid

categories
associated

w
ith

ten,
gender

or
attraction,

Itcan
be

used
by

a
com

m
unity

to
encom

pass
a

broad
spectrum

of
identities

related
to

sen.gender
or

attraction
las

w
ith

the
acronym

LO
RTO

I, or
by

an
individual

to
reflect

the
leterrelatedness

of
these

aspects
of

their
identity.

O
ueer

w
as

historically
a

derogatory
term

fordifference,
used

in
particular

to
insult

hom
osevuality

and
LO

ETQ
people.

A
lthough

som
etim

es
still

used
as

a
slur,

the
term

has
been

reclaim
ed

by
som

e
m

em
bers

of
LO

RTO
com

m
unities,

IN
T

E
R

S
E

X
IA

D
J)t

R
efers

to
variations

in
ch

ro
m

o
so

m
al,

h
o
rm

o
n
al

or
an

ato
m

ical
sen

ch
aracteristics

th
at

are
o

u
tsid

e
of

m
edically

an
d

socially
constructed

classifications
of

m
ale

or
fem

ale.T
he

designation
o
V

in
terseu

”
can

be
eu

p
erien

ced
as

stig
m

atizin
g

given
th

e
history

of
m

edical
p

ractitio
n

ers
im

p
o

sin
g

it
as

a
d

iag
n

o
sis

req
u

irin
g

co
rrectio

n
T

his
o

ften
in

clu
d
es

n
o
n
<

o
n
sen

su
al

surgical
or

p
h
arm

aceu
tical

in
terv

en
tio

n
on

infants,
children

and
young

adults
Isom

e
p
eo

p
le

m
ay

n
o
t

be
identified

as
1
n
te

rse
v

until
p
u
b
erty

or
even

later
in

lifel.

B
IS

E
X

U
A

L
IA

D
J):

A
p

erso
n

w
ho

en
p

erien
ces

attractio
n

to
b
o
th

m
en

an
d

w
o
m

en
.

S
om

e
b
iseau

al
p
eo

p
le

use
this

term
to

ev
p

ress
nttraction

to
b
o
th

their
ow

n
sen

an
d

/o
r

gender,
as

w
ell

as
to

p
eo

p
le

uf
a

d
ifferen

t
sen

an
d
/o

r
g

en
d

er

G
A

Y
IA

D
J):

A
person

w
ho

enperiences
attraction

to
people

ofthe
tam

e
sev

and/or
gender—

gay
m

ay
refer

only
to

people
w

ho
identify

as
m

en
or

m
asculine,

but
m

ay
alto

include
people

w
ho

identify
as

lesbian.

Q
U

E
S

T
IO

N
IN

G
IA

D
J

O
R

V
):

A
n

om
brella

term
th

at
often

reflects
a

process
of

reconciling
th

ree
different

pieces
of

inform
ation:

11
T

he
feelings

you
have

w
ithin

yourself
ab

o
u

t
the

atrractio
n

lsl
you

eu
p

erien
ce

an
d

/o
r

how
you

ev
p
erien

ce
th

e
social

system
of

g
en

d
er;

21
T

he
lan

g
u

ag
e

you
have

available
to

you
to

fram
e

th
o

se
feelings;

an
d

31
T

he
sen

se
you

have
of

hosn
this

w
ill

im
p

act
your

in
teractio

n
s

w
ith

o
th

er
p

eo
p

le
in

a
social

co
n

test.

T
W

O
S

P
IR

IT
(O

R
2-S

P
IR

IT
I

IA
D

JI:
A

n
E

nglish
um

brella
term

th
at

reflects
th

e
m

any
w

ords
u
sed

in
different

A
boriginal

lan
g

u
ag

es
to

affirm
the

interrelatedness
of

m
ultiple

aspects
of

identity—
including

g
en

d
er,

sevuality,
com

m
unity,

culture
an

d
spirituality.

P
rior

to
th

e
im

posifion
of

the
sev

/g
en

d
er

binary
by

E
uropean

colonizers,
to

m
e

A
boriginal

cu
ltu

res
reco

g
n

ized
T

w
o

S
pirit

p
eo

p
le

as
resp

ected
m

em
b

ers
of

th
eir

co
m

m
u

n
ities.

T
w

o
S

pirit
p

eo
p

le
w

ere
o
ften

acco
rd

ed
special

statu
s

b
ased

u
p

o
n

th
eir

u
n

ig
u

e
ab

ilities
to

u
n
d
erstan

d
an

d
m

ove
b
etw

een
m

ascu
lin

e
an

d
fem

in
in

e
p

ersp
ectiv

es,
actin

g
as

visionaries,
h

ealers
an

d
m

ed
icin

e
p
eo

p
le

S
om

e
A

boriginal
p
eo

p
le

identify
as

Tsvo
S

pirit
rath

er
th

an
,

or
in

ad
d

itio
n

to,
id

en
tify

in
g

as
lesb

ian
,

gay,
hisenual,

rrans
or

q
u

eer.

E
gale

H
u
m

an
R

ights
TrustisCanada’s

only
national

charity
prom

oting
lesbian,gay,biseoualand

trans
ftGBT)

hum
an

rights
through

education,
research

and
com

m
unity

engagem
ent.

t
rL

G
B

T
G

Z
V

O
U

m
C

‘
‘1

SU
IC

ID
E

ta
,,e

r
v
:to

lg
s
r
m

s
t

-
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3
s
t
s
T

m
,

w
w

w
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w
w

w
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The Genderbread Person

This friendly infographic breaks down gender
identity, gender expression, assigned sex,
and attraction (sexual orientation) into an
easy to understand visual.

-4

Gender Identity
o-- Woman-nessNo ngendered

_________

0 Man-ness
Gender identity is how you, in your
head, think about and experience
gender, and how you interpret what
that means in social context.
Gender Expression

p Masculine
Agender

____________

0 Feminine
- Gender

— Identity

Gender
Exptession

Attraction
(Sexual

—
—‘ 1 •Orientation)

V

Gender expression is how you
communicate your gender in society
by expressing femininity, masculinity,
both, and/or neither.
Assigned Sex

p Male-ness
Intersex

________________

Female-ness
The biological classification of a person
as female, male or intersex. It is usually
assigned at birth based on a visual
assessment of external anatomy.
Attraction (Sexual Orientation)

________________

Men/Males!
Masculinity

Nobody Women!
p Females!

Femininity
Attraction is who you are emotionally
and physically attracted to, based on
their sex and/or gender.

/ Assigned Sex

-.

-1
Source: It’s pronounced Metrosexuai



G
ender

P
ronouns

101

Respect includesusing
the

gender pronounsw
ith

which
a

person
identifies. How

do
you

know
w

hich
pronoun

som
eone

uses?
Ask

them
respectfully!

Avoid
assum

ptions.Offer your ow
n

pronouns
w

hen
m

eeting
new

people.

called
her

her
eyes

icalled
his

him
ey

es

Thereare
m

ore
than

tw
o

pronouns. Learn
them

.Usethem
.

that
is

she
likes

hers
herself

that
is

he
likes

his
him

self

S
IN

G
U

L
A

R

T
H

E
Y

they
Iaug

In
icalled

their
them

eyes
that

is
they

like
theirs

them
self

Z
E

I

Z
IE

ze
likes

hir/zir
that

is
hirseif!

eyes
hirs/zirs

zirself

ey
SPIV

A
K

laughs
icalled

eir
em

eyes
that

is
zie

likes
eirs

em
self

EgaleHuman
RightsTrustisCanada’sonly

national charityprom
oting

lesbian,gay, bisexualand
trans

(LGBI)
hum

an
rights

through
education, research

and
com

m
unity

engagem
ent.

SH
E

she
laughs

H
E

h
e laughs

ze/zie
Iaug

Ins

www.eqaie.coI wwwm
ygsa.co

Toilfree
1.888.204.7777

icalled
hir/zir

L
G

B
T

Q
1

Y
o
u
T

h
Lga

xe
X

E
laughs

i called
xyr

that
is

xe
likes

xem
eyes

xyrs
xem

se)f



H
o
w

T
o

B
e

an
A

lly

L
E

A
R

N
•

(1)
L

isten
to

the
experiences

and
perspectives

of
LG

BTQ
people;

12)
respect

these
esperiences

and
perspectives;

13)
acknow

ledge
their

validity
leven

ifyou
don’t

understand
them

).

•
Seek

out
inform

ation
and

opportunities
to

expand
your

understanding
)learn

through
m

edia,
attend

events,
m

eet
LG

BTQ
com

m
unity

m
em

bers,
and

learn
about

local
services

and
supports).

R
em

em
ber

your
learning

is
your

responsibility
—

avoid
asking

LGBTQ
people

to
answ

er
allofyour

LGOTQ
questions

)not
all

LG
BTQ

people
are

com
fortable

acting
in

an
educator

role).

PR
A

C
T

IC
E

•
Intervene

w
hen

you
w

itness
offensive

behaviour
or

language.

•
U

se
inclusive

language
to

ensure
everyone

feels
w

elcom
e

and
respected.

•
C

hallenge
policies,

practices,
and

procedures
that

create
barriers

for
LG

BTQ
people.

A
pologize

regardless
of

intent.
tveryone

m
akes

m
istakes

in
an

ally
role, w

hat
m

atters
is

how
you

respond
w

hen
itgets

brought
to

your
attention.

Be
courageous!

D
on’t be

afraid
to

learn,ask
for

m
ore

inform
ation

and
provide

support!

R
E

FL
E

C
T

•
B

e
open

to
feedback

about
how

your
behaviour

is
im

pacting
other

people.

•
R

eflecton
and

question
the

stereotypes
and

negative
assum

ptions
held

by
yourself

and
others.

•
A

void
assum

ing
how

people
identify.

L
isten

for, or
politely

ask,
how

som
eone

w
ants

to
be

identified.

•
W

hen
talking

about
LG

BTQ
topics, assum

e
there

are
LG

BTQ
people

or
people

w
ith

LGBTQ
loved

ones
in

the
room

and
consider

how
they

m
ightbe

im
pacted

by
the

tone,
spirit,and

direction
of

the
conversation.

•
D

bserve
the

w
ay

other
folks

around
you

act
as

allies,
even

in
the

sm
allest

w
ays.

•
R

em
em

ber,
everyone’s

experience
of

gender
and

sexuality
is

different
and

it’s
im

possible
land

unfair)
to

ask
one

person
to

speak
on

behalf
of

a
w

hole
group!

Egale
Hum

an
RightsTrustis Canada’sonly

national charity
prom

oting
lesbian,gay, bisesual and

trans
IIGBTI

hum
an

rightsthrough
education, research

and
com

m
unity

engagem
ent.

www.egoie.co
w

w
w

.m
ygsa.co

j Toll free
1.888.204.7777
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A
w

eso
m

e
A

lly
R

esp
o
n
ses

W
antta

be
an

ally
butn

atsure
w

hatta
do

w
hen

yau
w

itness
hurtfulor

offensive
com

m
ents,

jokes
or

behaviour?
H

ere
are

sam
e

ideas
an

how
ta

respond.

T
ips

fo
r

R
esp

o
n
d
in

g
:

•
Identify

th
e

problem
.

Is
it

in
behaviour,

lan
g
u

ag
e,

ar
attitude?

•
F

ocus
on

th
e

im
pact.

It’s
n
o
t

ab
o
u
t

w
hat

som
eone

“m
eant”to

do,
it’s

ab
o

u
t

th
e

effects
it

had
on

o
th

er
people.

•
A

void
ch

aracter
ju

d
g

em
en

ts.
It’s

ab
o

u
t

behaviour,
not

ab
o
u
t

w
h

eth
er

or
not

so
m

eo
n

e
is

a
“good’

o
r”b

ad
’

person.
•

K
eep

cool.
U

se
a

n
o

n
-ju

d
g

m
en

tal
to

n
e

and
facial

expression.

+
-
‘

L
O

B
T

O
r

I
.‘5’

Y
o
u
T

h
U

t
:

‘
f
l

L93S1R.

D
irect

R
esp

o
n

ses

•
C

larify
w

hat
you

heard.‘I
think

I hear
you

saying
that all

—
are

_
.
I
s

that w
hat

you
m

ean?”

•
A

sk
for

m
ore

inform
ation, “W

hat
do

you
m

ean?”;”l’m
not sure

I understand,can
you

explain?”; ‘H
ow

did
you

develop
that

belief?’: ‘W
hat’s

so
funny?’

•
A

ppeal
to

com
m

on
values

andior
the

principles
that

guide
your

organization
or

environm
ent ‘A

t our
school,

w
e

learn
to

treat
others

w
ith

respect.
I think

that
statem

ent
is

disrespectful.’: “In
this

organization, w
e

don’t
talk

about
people

that
w

ay.’

•
R

efer
so

your
ow

n
journey. “T

hat
w

as
m

y

first
reaction

too, but
then

I realized
.,,‘or

‘I
used

to
think

the
sam

e
thing,

then
I

started
to

question
w

hy
Ithought/felt

that
w

ay.”

•
A

ddress
the

behaviouc
‘It

is
not

okay
to

stereotype
people”; “T

hat
com

m
ent

is
transphobic,

here’s
w

hy...’

•
E

splain
the

im
pact. ‘Y

our
com

m
ent

is

hurtful
to

m
yself

and
others7

In
d
irect

R
esp

o
n
ses

•
U

se
non-verbal

signals.G
ive

a
questioning

glance,
change

she
subject,

or
leave.

•
R

epeatthe
statem

ent
w

ithout
the

discrim
inatory

language.
S

om
eone

says
“M

y
day

has
been

so
crazy.”

Y
ou

respond

“D
id

you
m

ean
to

say
your

day
has

been
hectic?’

bdapte:I
,p

O
uch’

T
Ic’,tn

’e,ac5
n

H
is

Inre’nnl,nnaI
T

ratn,’ia
and

D
eanIqrn’ni

L
it.

U
W

U
‘n4’dn

I
A

u
tlo

LenIn
‘

Pruch&
er

O
ui’C

,icn
hn,cshou’ef

L
au’”ng

b
e

ad,1,i’a’’
a

,r.tc”’uaV
,,’

sn’e
,u

w
,,jc

c
’U

,,U
t,’,e

o
tc

p
I-I,,ttc

c
u
n

[gale
H

um
an

R
ightsTrustis Canada’s

only
national chatity

prom
oting

lesbian,gay, bisesual and
tsans

(tGRT1
hum

an
nghls

Ihrough
education,

research
and

com
m

unity
engagem

ent.

w
w

w
egolesoj w

w
w

.m
ygsa.co

Tollfree
1 888.204.7777



T
he

P
lan

n
in

g
P

ro
cess

W
ho

is
included

in
th

e
ev

en
t

or
activity’s

planning
leaders,

au
d

ien
ce

and
presenters?

W
hat

ab
o
u
t

ev
en

t/activ
ity

m
aterials

like
posters,

videos,
books

and
m

usic?
•

D
oes

th
e

ev
en

t
or

activity
include

discussion
of

topics
w

ith
w

hich
p
articip

an
ts

identify?
H

ow
can

you
en

su
re

safe
an

d
resp

ectfu
l

discussion?

T
h
e

S
p

ace
•

Is
ita

physically
accessible

space?
Is

it
easily

and
safely

reached
by

public
transport?

Ifnot,
are

you
subsidizing

or
arran

g
in

g
for

safe
and

easy
tran

sp
o
rt?

V

A
re

th
ere

all-g
en

d
er

access
w

ashroom
s?

Ifnot,
can

you
d
esig

n
ate

a
single

stall
w

ashroom
as

an
all-g

en
d
er

w
ash

ro
o
m

?

V

L
an

g
u

ag
e

an
d

T
o
n
e

•
E

nsure
ev

en
t/activ
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p
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d
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p
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E

d
u
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C
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u
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C
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g
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G
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o
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W
h

o
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1
K
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board’s
policy

on
L

G
B

T
Q
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w

w
w
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yG

SA
.co/settin

g-gso/school-board
-policies.

2.
M

ake
sure

school
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surveys

allow
students

to
self-identify

their
gender

identity
and

sexuality
and

ask
explicitly
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o

u
t

the
experience

of
LG

BTQ
students.

3.
S

upport
your

school’s
G

ay-S
traight

A
lliance

(G
SA

)
or

Safer
S

pace
C

lub—
be

an
advisor,

attend
a

m
eeting

or
event,

talk
ab

o
u

t
th

e
club

w
ith

your
students.

If your
school

does
not

have
a

G
SA

, support
students

in
getting

one
offthe

ground!
For

ideas
on

how
to

start
a

club,
and

w
hat

to
do

once
you’ve

got
one,

check
out:

M
yG

SA
.ca.

4.
W

ork
proactively

to
ensure

your
school

has
at

least
one

easily
accessible

all-gender
w

ashroom
.

5.
U

se
gender

inclusive
language,

such
as

“everyone”
or

“folks”
instead

of”boys
and

girls”or”guys’

4
.

F
1•”

C
G

B
TO

%
1’Y

O
U

T
H

L
g
a
.

SU
IC

ID
E

C
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o
m

Id
eas...

6.
S

et-up
your

classroom
as

an
inclusive

space
from

D
ay

1:talk
about

w
hat

an
inclusive

space
m

eans,
include

your
students

in
defining

respect
and

inclusion
in

the
space,

and
post

rem
inders

of
class

agreem
ents.

7.
G

roup
and

line-up
students

in
a

w
ay

th
at

does
not

rely
on

gender,
e.g. “those

w
ith

birthdays
from

January
to

July
over

here,
and

A
ugust

to
D

ecem
ber

over
there:’

8.
B

e
aw

are
of

bias
and

as5um
ptions

ab
o

u
t

fam
ily

structure,
gender,

and
sexuality

in
the

curriculum
(e.g.

fam
ily

tree
activities,

M
other’s

D
ay

and
Father’s

D
ay

activities,
health

education)
and

create
learning

activities
that

celebrate
all fam

ilies,
sexualities,

and
genders.

9.
R

egularly
include

books/novels/m
edia

articles/film
s

w
ith

LG
BTQ

characters
and

them
es. Y

ou
can

find
a

great
listto

g
et

you
started

w
w

w
.M

yG
SA

.co/educotors/books
)this

is
not

an
exhaustive

list,
ifyou

know
a

great
book,

please
let

E
gale

know
).

10.
Introduce

lesson
plans

that
create

space
for

discussion
of gender

and
sexual

diversity.
T

here’s
a

w
hole

database
for

you
to

try
at:

w
w

w
.M

yG
S

A
.ca/educotors/lesson-plans-resources.
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national charity
prom

oting
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an

rights
through
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and

com
m

unity
engagem

ent.

w
w

w
.egale.co

I w
w

w
.m

ygsa.co
Tollfree

1.888.204.7777
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n

setoffam
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A
s

teachers,w
e

do
notcondone

children
being

rem
oved

from
our

classes
w

hen
w

e
teach

about A
boriginal

people,
people

of
colour,people

w
ith

disabilities,or
gay,

lesbian,bisexual
and

trans
people.

Y
ou

can
teach

your
child

your
ow

n
values

at
hom

e.
Public

schools
teach

everyone
about

respecting
diversity

and
valuing

everyone.
T

eachers
and

principles
have

a
legal

J
obligation

to
provide

for
the

safety
and

inclusion
ofallstudents

in
our

school.
N

o
t:

D
on’tenter

into
debates

about
m

eanings
or

m
erits

of scr;ptursi
texts.)

S
ex

u
ality

:

“It’s recruitm
entorteaching

aboutsex!”
N

o
one

suddenly
chooses

to
becom

e
lesbian,gay,bisexualortrans

because
they

heard
about the

topic
in

school.
A

nti-hom
ophobia

and
anti-transphobia

education
at

the
elem

entary
level

does
not

include
discussion

about
sex

or
sexual

practices.
S

econdary
students

need
accurate

inform
ation

aboutrelationships
and

safe
sex.

Lack
of

inform
ation

can
have

significantconsequences
for

youth.

A
ge

ap
p

ro
p

riaten
ess:

“M
y

child
is

too
young

forthis
topic!”

C
hildren

are
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hom

ophobic
and

transphobic
slurs

starting
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prim
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y

job
is

to
m

ake
school

safe
and

oppose
all

nam
e

calling.
All fam

ilies
deserve

to
be

represented
in

the
curriculum

,T
he

m
andatory

provincial
curriculum

includes
diverse

fam
ily

structures.
Itis

ourjob
as

educators
to

teach
accurate,

up-to-date
inform

ation
to

every
child,

including
yours.
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b
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h
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N
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)
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m
ents.

E
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change.
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.egale.coI w

w
w

.m
ygsa.coI lollfree

1.888.204.7777

I
,?Y

O
U

T
H

LG
B

ra

1ga1e..
0
,

J



10
F

aith
-B

ased
R

easo
n

s
to

S
u

p
p
o

rt
L

G
B

T
Q

-Inclusive
E

d
u
catio

n

1.
H

um
an

dignity
is

param
ount.

2.
L

G
ST

Q
-inclusive

education
is

about
safeguarding

hum
an

dignity
and

the
respect for

all
hum

an
beings,

not
about

countering
religious

values
as

w
rong.

3.
R

eligions
are

based
on

com
passion,

acceptance,
peace

and
love.

T
heir

traditions
carry

a
duty

to
all

those
w

ho
are

m
arginalized.

4.
M

ajor
religions

share
the

belief
that

w
e

should
treat

others
as

w
e

w
ould

w
ant

to
be

treated
(T

he
G

olden
R

ule).
5.

H
om

ophobia, biphobia
and

transphobia
foster,

condone
and

w
illfully

ignore
violence

and
hate.

M
ajor

religions
condem

n
violence

and
hate.

6.
L

G
B

T
Q

-inclusive
education

is
N

O
T

sex
education.

It IS
about

addressing
LG

BTQ
realities

and
issues

in
age-appropriate

and
m

eaningful
w

ays.
7.

R
eligion

fosters
com

m
unity.

All
hum

an
beings

deserve
to

be
treated

as
valuable,

contributing
m

em
bers

of their
com

m
unities.

8.
S

upport
groups,

such
as

G
ay-S

traight A
lliances

(G
SA

s)
that

gather
in

schools
serve

as
safe

places
of

refuge
that

allow
students

to
m

eet
and

discuss
i5sues

relevant
to

their
lives

and
circum

stances.
9.

H
om

ophobia,
biphobia

and
transphobia

hurt
all

of
us.A

nyone
w

ho
is

perceived
to

be
LG

BTQ
can

be
subjected

to
harassm

ent
and

victim
ization.

10.
Silence

about
LG

BTQ
issues,

coupled
w

ith
hom

ophobic,
biphobic,

[gale
Hum

an
RightslnistisCanada’sonly

nationalcharity
prom

oting
lesbian,gay,bisexualand

trans
tIGBI)

and
tra

nsphobic
harassm

ent,
negatively

im
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m
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health
and

hum
an

rightsthrough
education,research

and
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m
unity

engagem
ept.r-

p
u

ts
LG

B
TQ

youth
at

higher
risk

for
depression

and
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w
w

w
.egale.co

w
w

w
.m

ygsa.caJ lollfree
1.888.204.7777

p
e
o
p
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stand
in

solidarity
to

protect
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life.
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Q
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S

u
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e
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S
u
p
p
o
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e
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P
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F

am
ilies

W
antto

be
supportive

but
not sure

w
here

to
start?

Fam
ily

acceptance
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a
critical role

in
health

and
m

ental w
ell-being

for
LG

BTQ
youth.

A
lot
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fam

ilies
w

an
t

to
be

accep
tin

g
b
u
t

w
ith

all
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e
stigm

a
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rro
u
n

d
in

g
LG

B
TQ

id
en
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th

ey
m
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n
o
t

b
e

sure
w

h
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to
start.

B
elow

are
so

m
e

w
ays

you
can

su
p
p
o
rt

your
LG

B
TQ

youth:

Talk
w

ith
your

child
or

foster
child

about
their

LG
BTQ

identity.
E

xpress
affection

w
hen

your
child

tells
you

or
w

hen
you

learn
that

your
child

is
LGBTQ.

S
upport

your
child’s

LG
BTQ

identity
even

though
you

m
ay

feel
uncom

fortable.
A

dvocate
foryour

child
w

hen
they

are
m

istreated
because

oftheir
LGBTQ

identity.
R

equire
that

other
fam

ily
m

em
bers

respect
your

LG
BTQ

child.
B

ring
your

child
to

LG
BTQ

positive
organizations

or
events.

Talk
w

ith
clergy

and
help

your
faith

com
m

unity
to

include
LG

BTQ
people.

C
onnect

your
child

w
ith

an
LG

BTQ
adult

role
m

odel
to

show
them

options
for

the
future.

W
elcom

e
your

child’s
CGBTQ

friends
and

partners
to

your
hom

e.
S

upport
your

child’s
gender

expression
and

identity.
B

elieve
your

child
can

have
a

happy
future

as
an

LG
BTQ

adult.
For

m
ore

ideas
and

resources
on

how
to

start
LG

BTQ
positive

conversations
at

hom
e

visit
M

yG
SA

.ca/pa
rents.
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1.1 Rationale for a Gender Equity Lens 

The Corporation of the City of London believes that equity, diversity, and inclusion 
must be integrated into the day-to-day work of the Corporation. This is becoming 
more important as the needs and diversity of the Corporation's staff and the 
population of London changes.  
 
A Gender Equity Lens provides a systematic framework for considering and 
addressing issues when developing or reviewing policies to ensure that they 
are fair and meet the diverse needs of women. It allows staff to ask questions 
and analyze the impact of policies on women from diverse communities, 
backgrounds, and identities, and to adjust policies to remove barriers and 
better serve their needs. 
 
This Gender Equity Lens was developed to help staff understand and respond to 
the changing composition and unique needs of women from diverse 
communities, backgrounds, and identities who work for the Corporation and 
who live and work in the City of London. It is meant to help staff positively 
promote gender equity within the Corporation's workforce, improve access1 to 
programs and services, and increase participation in public life for all women. 
This Lens will also help the Corporation meet its obligations under the Ontario 
Human Rights Code (OHRC) by ensuring that policies are non-discriminatory and 
do not have an adverse impact on women.  
 
 

                                                      
1
 See the Appendix for definitions of the bolded terms. 
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1.2 An Intersectional Approach to Gender 

Gender impacts all aspects of a woman’s life. As such, women experience and navigate the city 
differently than men. Given the impact of patriarchy, women also have concerns about child 
and elder care, precarious employment, poverty, homelessness, public transit, and safety, 
which are different from men’s concerns.  
 
Gender not only touches all aspects of a woman’s life, but it intersects with other identities to 
compound the impact of gender. For women from diverse communities, backgrounds, and 
identities, such as Indigenous women, visible minority (or racialized) women, immigrant 
women, women with disabilities, older women, young women, women with young children, 
and trans women, the issues are compounded because these women are more likely to face 
poverty, violence, homelessness, inadequate housing, under-employment, precarious work, 
lack of affordable childcare services, violence, and restrictions on their movements due to 
safety concerns.  
 
Given that women from different communities face intersecting disadvantages, this Gender 
Equity Lens takes an intersectional approach. It will help those who develop and review policies 
to consider how these policies impact women from diverse communities, backgrounds, and 
identities.  
 
The Diversity Wheel on the following page can be used to consider the needs and experiences 
of women from diverse communities, backgrounds, and identities. 
 
The inner circle represents personal characteristics such as sexual orientation, gender identity, 
age, race, ethnicity, and disability. While some of these characteristics are fixed, some change 
over one's life. 
 
The outer circle consists of social factors that influence one’s life experiences, including 
education, social class, religion, marital and family status, language, and immigration status. 
 
Some of these characteristics are protected by the Ontario Human Rights Code. Organizations 
cannot discriminate against someone on the basis of gender, race, country of origin, sexual 
orientation, disability, and age, among other characteristics, when the person is seeking 
employment, housing, or the provision of services.  
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Diversity Wheel 
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1.3 Understanding Equity 

To apply this Gender Equity Lens, we need to fully understand what is meant by equity, as it is 
often confused with the term equality. 
 

 
This picture depicts equality. Equality is about sameness. It promotes fairness and justice by 
treating everyone the same.  
 
In this picture, all girls are given a box to help them see over the fence. The tallest girl, who 
doesn’t need a box, still gets one, as do the other two girls, who do need the box. But while the 
box meets the needs of the girl in the middle, it doesn’t meet the needs of the shortest girl. 
 
As this picture shows, treating everyone the same may not result in equal outcomes. This can 
only work if everyone starts from the same place and needs the same things. In some cases, 
treating everyone the same may also be discriminatory. For example, requiring that everyone 
use stairs to enter the building may discriminate against people who use mobility devices such 
as wheelchairs and walkers.  
 
In addition, the standard by which we assess individuals may create an advantage for some and 
a disadvantage for others. For example, in the past, municipal fire services required the 
applicants be 5ʹ10ʺ to become firefighters. While this standard treated everyone the same, it 
favoured men over women, because men are taller on average than women. 
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This picture depicts equity. Equity is not about treating everyone the same. Instead, it is about 
making sure people get what they need to achieve the same results.  
 
Equity is about understanding that sometimes differences in characteristics or circumstances 
can create barriers to participation or can create unequal outcomes. So, equity may mean that 
resources are distributed according to need. In this example, the box is taken from the tallest 
girl, who doesn’t need it to see over the fence, and given to the shortest girl, who does need it. 
The result is that everyone can now see over the fence. 
 
This is typically called accommodation and is required by the Ontario Human Rights Code, 
unless it would cause undue hardship. While organizations are required to provide 
accommodation based on any human rights protected ground, accommodation is typically 
requested based on: 
 

 Disability, for example, providing sign language interpretation, altering how or when 
job duties are performed, providing materials in alternative formats (e.g., Braille, 
large print); 

 Sex (related to pregnancy), such as allowing for more frequent washroom breaks or 
reducing the requirement that the woman stand for lengthy periods of time; 

 Religion, such as allowing for days off for religious observances, modifying dress 
codes, and providing prayer space; and 

 Family care responsibilities, such as requiring time off to take a parent or child to 
medical appointments.  
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While individual accommodation is important and may be the best option in many cases, 
sometimes it makes more sense to change the barrier rather than accommodating individuals, 
particularly when the policy affects whole groups of people.  
 
The wooden fence created a systemic barrier, affecting the ability of two of the three girls to 
see what was on the other side of the fence. Systemic (or institutional) barriers are embedded 
within the policies, practices, and culture of organizations. These policies and practices often 
appear neutral and may reflect how the organization has historically done things. But with an 
increasingly diverse population, they may create or perpetuate gender inequality. 
 
In this image, changing the fence to a chain-linked fence means that individual 
accommodations are no longer needed to achieve the same outcome. All three girls can now 
see what is on the other side of the fence, without needing to stand on boxes. 
 
Some examples of removing systemic barriers include: 
 

 Offering girls-only swimming lessons so that Muslim girls and other girls can take 
swimming lessons;  

 Moving the height requirements for becoming a firefighter; 

 Ensuring that municipal locations have gender-neutral washrooms; 

 Ensuring that parking is not located in isolated locations and is well lit; 

 Ensuring dress codes are flexible and gender neutral; 

 Considering lighting and safety concerns when designing parks and walkways; and 

 Changing policies that refer to a child’s “mother” and “father.”  
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At times women as a group, or particular groups of women, may face structural, historical, and 
social disadvantages that prevent them from operating on a level playing field with their male 
counterparts or other groups of women.  
 
This picture shows that these girls are not starting from the same position. As in real life, even 
though all women face barriers, some are more advantaged than others. While individual 
accommodation may be provided, the shortest girl is unable to see over the fence.  
 
Policy makers should consider these structural barriers to ensure that the policy does not 
promote further gender inequality. For example, women are more likely to work in precarious 
jobs, earn less than men, have child and elder care responsibilities, and have concerns about 
their physical safety. For women from diverse communities, backgrounds, and identities, the 
structural barriers are compounded. 
 
The following are examples of structural barriers: 
 

 In many cases, women are more likely than their male counterparts to have 
responsibility for elder and child care responsibilities; and 

 In the labour market, women are paid less than men on average. Additional 
identities mean that certain women face additional discrimination in the labour 
market. The result is that they earn less than their male and other female 
counterparts. These include Indigenous women, racialized women, immigrant 
women, and women with disabilities.   
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1.4 What Is Gender Equity? 

Gender equity is the process of allocating resources, programs, and decision-making fairly to 
both males and females without any discrimination on the basis of sex.2 It also includes 
addressing any imbalances or gender inequality in society to ensure that both males and 
females enjoy the full benefits of the policy being developed.  
 

1.5 What Is a Gender Equity Lens? 

Policies can impact men and women in different ways and can lead to unequal outcomes for 
women. They can also lead to poor outcomes for women and inadvertently reinforce harmful 
gender stereotypes. Applying a gender lens to policies will help to create gender equity by 
ensuring that: 
 

 Any differences in the way policies are likely to unfairly impact women are 
anticipated; and 

 Decisions relating to the policy are made that consider and are responsive to the 
particular needs of women and gender inequality in society. 

 
A Gender Equity Lens enables staff to be systematic and consistent in their efforts to consider 
the impact of the policy on women by offering a series of questions that will help staff conduct 
a gender equity analysis. This Lens will help staff to focus on issues of gender equity and 
identify barriers that might otherwise be missed. It will also help staff to identify and consider 
possible ways to address the issues, remove the barrier, or modify the policy to better promote 
inclusion.  
 

1.6 How Diverse Are Women in London? 

Diversity refers to the quality of being unique or different on an individual or group level and 
includes peoples’ different identities, backgrounds, experiences, beliefs, and values. As the 
Diversity Wheel shows, these can include personal characteristics such as physical abilities, age, 
ethnicity, race, and sexual orientation, as well as social characteristics such as marital status, 
religion, education, and socio-economic status. 
 

The focus of a gender equity analysis will vary depending on the type of policy to be reviewed 
or developed. However, there are certain groups of women that should be considered when 
conducting this analysis, because they are more likely to experience exclusion and 
marginalization in society and as well as barriers to accessing programs and services.  
 

                                                      
2
 Canadian Association for the Advancement of Women and Sport and Physical Activity. Retrieved from: 

http://www.caaws.ca/gender-equity-101/what-is-gender-equity/ 
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The following are descriptions of some of the groups of women to be considered when 
developing or reviewing Corporate policies. While each description is about a specific group, it 
is important to remember that there is a great deal of diversity within each group because of 
the intersection of identities. These are not all the groups of women to consider when 
developing policies. The Diversity Wheel can be used to identify other groups of women to 
consider as well as subgroups based on the intersections of identities and characteristics. 
Women can identify with more than one group. It is this intersection of who they are that 
affects how they experience the city and the impact of the policy on them. 
 
Aboriginal Women (First Nations, Métis, Inuit) 
Aboriginal women are part of a fast-growing population throughout Canada. The Aboriginal 
population represented 1.3% (5,655) of the London Census Metropolitan Area (CMA) 
population in 2001. Since that time this population grew by 21% to represent 1.9% (6,845) of 
the population as of 2011. By contrast, the London population grew by only 9% during this time 
period.  
 
Aboriginal women also face extreme marginalization and structural barriers in society, including 
negative stereotypes, unequal access to education and healthcare, and discrimination in the 
labour market. They also experience high rates of poverty and violence. 
 
Racialized (or Visible Minority) Women  
While visible minority is the term commonly used, the term racialized is preferred. 

 

The racialized population is a diverse group based on ethnicity, language, religion, etc. While 
the growth of the racialized population is fueled largely by immigration, it is important to note 
that a growing proportion of the racialized population is Canadian-born. In 2011, about 31% of 
racialized Canadians were born in the country.3 
 

Immigration will continue to increase the size of Canada’s racialized population, which is 
currently growing at a faster rate than the rest of the population, both across the country and 
in London. As such, racialized women will become increasingly more important to the city’s 
labour market and will bring a great deal of the needed skills and talent to the economy. 
 

In 2011, about 16% of Londoners were racialized, with one-third of this group being Latin 
American or Arab.4 
 

                                                      
3
 Statistics Canada. Immigration and Ethnocultural Diversity in Canada. Retrieved from: 

https://www12.statcan.gc.ca/nhs-enm/2011/as-sa/99-010-x/99-010-x2011001-eng.cfm 

4
 London Census Fact Sheet: Sheet 4. Retrieved from: https://www.london.ca/About-London/community-

statistics/population-characteristics/Documents/4-%20ethnoculturalJune21.pdf 
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Statistics Canada projects that the racialized population will continue to grow at a faster rate 
than the general population and will result in the racialized population representing a larger 
proportion of the Canadian population over the coming 15 years. Statistics Canada projects that 
the London CMA population will reach 554,000 in the year 2031, with the racialized population 
growing to 121,000, or 22% of the population.5  
 
Immigrant Women 
With declining birthrates, Canada relies heavily on immigration for population and labour 
market growth. Between 2007 and 2011, immigration targets ranged from 240,000 to 265,000. 
The immigration target was increased to 250,000 in 2011 and increased again to 300,000 in 
2016. 
 
In the 1960s, Canada changed its immigration policy restricting immigration from non-European 
countries. This change meant that the proportion of immigrants from outside of Europe 
increased steadily, with immigrants increasingly representing people from diverse racial, ethnic, 
linguistic, and religious backgrounds.  
 
The 2011 National Household Survey shows that London is home to 76,585 immigrants, 
representing 21% of the total population; almost 15% (11,410) of London’s immigrants are 
newcomers who arrived between 2006 and 2011. The top 10 source countries of newcomers to 
London are Colombia, China, the United States, South Korea, Iraq, India, the United Kingdom, 
Egypt, Saudi Arabia, and Afghanistan.6 
 
Immigration has also increased the religious diversity among city residents. In Ontario, the 
share of the population reporting affiliation with Christian religions has been falling in recent 
decades (from 75% in 2001 to 67% in 2011)7, with the number of Canadians who belong to 
other religions — including Islam, Hinduism, Sikhism, Buddhism, Judaism, and Eastern Orthodox 
Christianity — growing. Collectively, these religious groups account for more than 1 in 10 
Canadians (11%) as of 2011, up from 4% in 1981.8  
 
The number of people who have reported no religious affiliation has also increased. Before 
1971, fewer than 1% of Canadians reported no religion. At the time of the 2001 Census, this 
had increased to 16% and to 24% in 2011. It should be noted that those who reported no 

                                                      
5
 Statistics Canada. Projections of the Diversity of the Canadian Population (2006 to 2031). Retrieved from: 

http://www.statcan.gc.ca/pub/91-551-x/91-551-x2010001-eng.pdf 

6
 London Census Fact Sheet: Sheet 4. Retrieved from: https://www.london.ca/About-London/community-

statistics/population-characteristics/Documents/4-%20ethnoculturalJune21.pdf 
7
 Statistics Canada. Retrieved from: http://www12.statcan.gc.ca/nhs-enm/2011/dp-pd/dt-td/Rp-

eng.cfm?LANG=E&APATH=3&DETAIL=0&DIM=0&FL=A&FREE=0&GC=0&GID=0&GK=0&GRP=0&PID=105399&PRID=
0&PTYPE=105277&S=0&SHOWALL=0&SUB=0&Temporal=2013&THEME=95&VID=0&VNAMEE=&VNAMEF= 
8
 http://www.pewforum.org/2013/06/27/canadas-changing-religious-landscape/ 
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religious affiliation aren’t necessarily absent of spiritual beliefs. Instead, they may not identify 
with a particular religious group. In fact, 80% of Canadians say that they believe in God.9  
 
LGBT+ Women 
While there are no statistics to confirm the number of LGBT+ (lesbian, gay, bisexual, 
transgender, queer, questioning, two-spirited) women in London, community organizations 
estimate that 10% of women are LGBT+. This group represents a large and growing population 
of parents, grandparents, employees, and students. People’s sexuality evolves over time or 
people may self-identify differently over the course of their lives.  
 
Older Women 
London’s population is aging. The number of adults who are age 65 and older grew by 11% 
between 2006 and 2011. In 2014, the Corporation projected that by 2016 there will be more 
seniors age 65 and older than there are children under age 15.10 With women living longer than 
men, there are more older women than men, particularly among the oldest adults. 
 
The Baby Boom generation (born between 1946 and 1962), which is one-third of the Canadian 
population, is now aged 55 to 71. As this generation continues to age and subsequent 
generations become smaller, the Baby Boomers will continue to have a significant impact on 
many aspects of society, including the labour market.  
 
The Baby Boom generation is expected to live longer and remain in better health than the 
generation before them. As such, many Baby Boomers are expected to continue to work past 
retirement age not only for the income, but also for the mental stimulation and challenge.  
 
Women With Disabilities 
According to Statistics Canada, a growing number of Londoners are living with disability. In 
2006, 21% of London’s population had a disability, increasing from 19% in 2001.11 The analysis 
of the data suggests that one factor in the increase of persons with disabilities is the aging of 
the population. Because the prevalence of most types of disabilities increases with age, an 
aging population will result in a higher overall disability rate. As such, we can expect to see 
disability rates increase as the Baby Boom generation ages. 
 
  

                                                      
9
 Baha, S.A. The Spirituality of Atheist an "No Religion" Individuals in the Millennial Generation: Developing New 

Research Approaches for a New Form of Spirituality. The Arabutus Review. Fall 2015. Vol. 6. No. 1. 
10

 See: City of London, Population Characteristics, Age and Gender. https://www.london.ca/About-
London/community-statistics/population-characteristics/Pages/Age-and-Sex.aspx 
11

 See: City of London, Population Characteristics, Disabilities https://www.london.ca/About-London/community-
statistics/population-characteristics/Pages/Disabilties.aspx 
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In addition, people with disabilities are:12 
 

 More likely to live alone, with almost 25% living alone, compared to 13% of all 
London residents; 

 More likely to have a lower income, with 16% living with low income compared to 
12% of all Londoners; and 

 More likely to be unemployed, with 35% of persons with disabilities being 
employed, compared to 62% of all Londoners. 

 
Women Living in Poverty 
Some women have been born into poverty, while others experience poverty later in life. Their 
life circumstances, combined with systemic barriers, impact their experiences with poverty, 
including their access to secure, well-paying jobs. 
 
About 10% of all women in Canada live in poverty. Some groups of women 
have higher rates of poverty, including:13 
 

 First Nations women living off reserve — 37% 

 Racialized women — 28% 

 Women with disabilities — 33% 

 Immigrant women — 20% 

 Single mothers — 21% 

 Single senior women — 16% 
 
 
 
  

                                                      
12

 See: City of London, Population Characteristics, Disabilities. Retrieved from https://www.london.ca/About-
London/community-statistics/population-characteristics/Pages/Disabilties.aspx 
13

 Canadian Women’s Foundation, The Facts About Women and Poverty. Retrieved from: 
http://canadianwomen.org/facts-about-women-and-poverty 
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1.7 Using the Gender Equity Lens 

The Gender Equity Lens is intended to be integrated into the policy 
development process currently used across the Corporation. In this 
way, the gender equity analysis won’t be a one-off or separate 
exercise, but part of the development and review of every policy. 
The results of the analysis should be considered when finalizing 
and implementing a policy. They also need to be weighed against 
other priorities as well as available resources. Using the Gender 
Equity Lens is a way of showing that the impact of a policy on 
women from diverse communities, backgrounds, and identities has 
been considered and negative impacts have been removed or 
mitigated. 
 
The quality of the analysis resulting from using this Lens should not 
be measured by its length. Instead, quality should be assessed by 
the actions taken as a result of the analysis and the outcomes 
achieved when the policy is implemented. 
 
We also need to keep in mind that creating equitable and inclusive 
policies, programs, and services will not happen overnight. It is a 
journey that requires continuous effort. As we, the organization, and our colleagues learn about 
gender equity and use this Lens, we will be better able to build on existing practices to remove 
barriers and more effectively foster gender equity. Consequently, a seemingly insurmountable 
challenge that we encounter this year may be easily addressed next year. 
 

1.8 Who Should Use the Lens?  

The Gender Equity Lens can be used by all those:  
 

 Involved in policy development;  

 Managers;  

 Other staff as appropriate; and 

 Community partners and consultants involved in policy development with or on behalf 
of the Corporation.  

 
The Lens can be used across the Corporation, whether the policy impacts the internal 
workforce (e.g., human resources, information technology) or residents (e.g., parks and 
recreation, transportation). The Lens should be considered when developing new policies and 
can also be used when reviewing existing policies and determining how policies are to be 
implemented. 
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In some departments, there may be one person or team responsible for developing the policy, 
while another person or area may be responsible for its implementation. Both teams should 
take responsibility for using the Gender Equity Lens and ensuring the results are shared and 
used.  
 

1.9 What Are the Benefits of Using the Lens?  

The Gender Equity Lens will help the Corporation to: 
 

 Better consider and address the needs of all residents and employees; 

 Ensure that policies and how they are implemented do what they are intended to 
do – for all residents and employees; 

 Assist with effectively and efficiently delivering programs and services; and 

 Create a more welcoming, inclusive, and livable community.  

 

1.10 How Should the Lens be Used? 

The Gender Equity Lens was developed to be a flexible tool. While it follows a general model for 
policy development, it can be modified to reflect the process used across the Corporation. Since 
policy development is rarely a simple, linear process, overlap between the different stages is 
built into the Lens. 
 
The Gender Equity Lens is meant to provide a framework and starting point for developing and 
reviewing Corporate policies to ensure that that all women are able to access and benefit 
equitably from the resulting programs and services. You may find the analysis raises additional 
questions that need to be explored. You and your colleagues may also find that certain 
questions are not relevant to the specific policy being developed. Feel free to tailor the Lens to 
meet your needs and answer the additional questions that may be raised. 
 

1.11 When Should the Lens Be Used? 

The Gender Equity Lens should be considered when developing new policies and can be used 
throughout the policy development process. It can also be used in the review of existing 
policies. 
 
The best time to begin to use the Lens is at the beginning of the policy development or review 
process. This will help ensure that gender equity is considered throughout the process and 
before final decisions are made. If the Lens is integrated into the process, it shouldn’t result in a 
duplication of effort, but instead will enrich the analysis and lead to more open and robust 
discussions about the potential impact of the policy on residents and employees. 
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1.12 Which Policies Does This Lens Apply To? 

The Gender Equity Lens should be considered when developing new policies, including policies 
that focus on the Corporation’s roles as service provider to residents as well as its role as an 
employer.  
 
At the beginning of the process, you should consider the extent to which a gender equity 
analysis needs to be conducted, whether it is appropriate, and at which stages it is needed. In 
addition, the time and effort involved in the analysis should be in proportion to the scope and 
impact of the initiative. For example, a policy related to illegal dumping may not benefit from 
the use of the Gender Equity Lens, while one related to daycare subsidies may require a more 
in-depth and involved analysis. 
 
There are various things to consider when determining whether to use the Gender Equity Lens 
and the scope of the analysis that would be appropriate. These include: 
 

 The scope of the policy: Does it affect many service users and employees or the wider 
community?  

 Impact: Does the policy have the potential to affect a small number of people in a 
significant way? Do different groups have different needs or experiences in the area the 
policy relates to? 

 Service changes: Will the policy result in significant changes to how services are 
delivered, including reductions in services?  

 Already identified issues: Does the policy relate to an initiative or department 
where there are known gender inequalities or existing barriers for women? 

 

1.13 What If There Are No Data Available to Do This 

Analysis? 

Data will help you to understand women from diverse communities, backgrounds, 
and identities and the impact a policy may have on them. Both quantitative and 
qualitative data are helpful for this analysis. 
 
While quantitative data may not be available in all circumstances, lack of quantitative 
data should not be used as a reason for not conducting a gender equity analysis. 
There may be other data and information available to you that could provide insights, 
such as information from other municipalities or organizations. You could also collect 
qualitative data by consulting with the public, community organizations, diverse 
communities and populations, and frontline staff. In addition, the Gender Equity Lens 
can help identify other sources of data and information that may be available and 
relevant. 
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This section details the policy development process and the key gender equity question to be 
considered at that particular stage. 
 

STEP 1:  FORMULATING THE POLICY  

The goal at this stage is to identify the objectives of the policy and the equity issues that must 
be addressed in the policy development process. 
 

Expected Outcomes 

Specific equity concerns related to this policy (e.g., accessibility, affordability, cultural 
appropriateness) are identified.  Next steps and any additional analysis are identified. 
 

Gender Equity Questions 

 Could this policy impact women differently because of their particular needs, 
circumstances, and concerns? 

 Which groups of women will be affected by the policy? Could the policy have a greater 
negative impact on some groups versus others?  

 Is there any evidence that the policy could create barriers for people from some 
communities or groups and violate the Ontario Human Rights Code or the Accessibility for 
Ontarians with Disabilities Act? 

 Are there unintended consequences of the policy that can be anticipated at this stage? Are 
there barriers that might prevent the policy from being effective for women from particular 
communities, backgrounds, and identities? 

 Because of the impact of this policy on women from particular communities, backgrounds, 
and identities, are there community organizations or other parts of the Corporation that 
need to be involved in the development or review of this policy? 

 Will another department or unit be responsible for implementing this initiative? Should 
they be brought into the process at this point?   
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STEP 2: ANALYSIS 

At this stage, research and data are collected and analyzed.   
 
This step is important because it supports evidence-based policy development. 
The collection and analysis of data will help you to determine whether the policy 
and its implementation will have the intended outcomes — for women from 
diverse communities, backgrounds, and identities. 
 

Expected Outcomes  

You have a good understanding of the proposed initiative and how it may affect 
various communities and populations. 
 

Gender Equity Questions 

 Does the research and data identify direct or indirect issues to consider 
for diverse groups of women? 

 What research and data are available for the City of London, from other 
jurisdictions, or in the specific field (e.g., transportation, parks and 
recreation, forestry, planning) to help you further understand how the 
policy might affect women from diverse communities, backgrounds, and 
identities?  

 With the changing population, are there emerging trends or demographic changes 
that need to be considered? Are there emerging needs among various communities 
and populations? How can the initiative be responsive, accessible, and relevant to 
emerging communities and the emerging needs of existing communities? 

 How can this policy promote gender equality by recognizing the structural, 
historical, and social disadvantages that prevent women and men from operating 
on a level playing field? 

 Are there unique needs or circumstances of certain communities that need to be 
considered and/or accommodated? 

 How can the policy support equitable outcomes and accessibility at the outset? 
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Additional Considerations 

 Are there gaps in your knowledge about the issue or specific communities? Are 
there additional data that you need to collect to conduct your analysis, e.g., client 
satisfaction surveys, usage data, etc.? Are there research reports or other 
information available to you — either about the specific populations or within your 
field — that could help you further understand the implications of the available 
data?  

 Is there other parts of the Corporation that may have information on the specific 
population or issues that may support your analysis or provide further insights? Are 
they doing work on which you can build or piggyback?  

 Is there information or are there insights that you could share with other parts of 
the Corporation to support their understanding of issues or various populations? 

 Have you considered collecting information about under-served groups in the 
community? What information can be collected from frontline staff about under-
served groups? What information can be provided by community agencies about 
these populations and their limited use of these programs or 
services? 

 Are there community agencies that may be able to assist you in 
collecting or analyzing data or further understanding diverse 
communities and the impact of the issues on these 
communities? 
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STEP 3:  CONSULTATION 

Where possible and appropriate, consult with stakeholders and residents to identify the 
potential impact of the policy and identify ways to support gender equity and mitigate any 
negative impacts.  
 
Ensure that consultations are inclusive of diverse communities who often face barriers to 
participation. This means that specific, targeted outreach and accommodation may be needed 
to encourage and support their participation. 
 

Expected Outcomes 

Where possible and appropriate, key populations and stakeholders are consulted. 
 
The Corporation has a better understanding of the proposed policy and its impact on women 
from diverse communities, backgrounds, and identities. 
 
The Corporation understands how the proposed policy could be modified to mitigate any 
negative impacts and to support better outcomes for all communities. 
 

Gender Equity Questions 

 Who should be consulted to provide insights into the impact of the policy on 
women from diverse backgrounds? What is the best way to consult? 

Pre-consultation 

 How can you ensure those most affected by the policy are heard from? How can 
you ensure their perspectives are included and not overshadowed by the concerns 
of the larger population or other groups? 

 Are there staff, service areas, and advisory committees that should also be 
consulted? 

 Have other parts of the Corporation consulted on similar issues or with similar 
communities? What can you learn from those consultations? 

 At this stage, it is important to consider the consultation process to ensure that: 

(1) Members of diverse communities know about the consultations and feel 
invited to participate. 

o Are there populations likely to be missed by only using conventional 
methods of consultation? (Involving community agencies and 
community leaders from under-served groups in your consultation will 
help you to understand the needs and issues of those who are most 
marginalized.) 
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o What outreach is needed to reach specific communities or groups of 
people? Is information distributed through relevant community 
partners?  

o Is information about the consultations available in other languages? 

o Are there staff, service areas, or community agencies which have 
experience with these specific communities and therefore can help you 
with the consultations?  

o If a community you are reaching out to is still not engaging, what can 
you do to increase their engagement?  

(2) The consultation is held in a location that is physically accessible to those 
who use mobility devices and easily accessible by those who use public 
transit. 

(3) The structure and format of the consultation accommodates the needs and 
supports the participation of diverse populations. 

o Have you asked about and provided accommodation, such as ASL 
interpreters, interpreters for those who speak other languages, etc.? 

o How can you structure the consultation to ensure that everyone can 
fully participate, e.g., small group discussions rather than a large group 
forum?  

o Are there other approaches that will help to ensure that everyone is 
able to fully participate? 

 
Post-consultation 

 Do you need additional support to interpret the findings from 
the consultations or understand how the policy can address 
the issues raised? 

 How will you report back to those consulted so that they feel 
that they were heard and that their perspectives have been 
considered? 

 Is further consultation needed at different stages of the 
policy development process? 
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STEP 4:  DEVELOPING THE POLICY  

At this stage, all the information, data, and consultation findings are brought together to 
identify and analyze the issues. Options to address the impact of the policy are considered, and 
the related consequences evaluated. The policy is further developed and implementation 
options are chosen. 
 
In the case of a new policy, decision-making is likely to focus on whether to adopt the policy. If 
you are reviewing an existing policy, the decisions will be around whether and what type of 
changes are needed.  
 
These decisions will be based on three important factors: 
 

 The purpose of the policy; 

 The identified impact the policy will have on specific communities; and 

 The options for mitigating any adverse impacts and options for promoting gender 
equity, balanced by other priorities and available resources. 

 
The goal is to ensure that gender equity is given proper consideration alongside other legal and 
civic responsibilities. Final decisions that are made will involve careful balancing and will 
ultimately represent the best accommodation of different interests. Ensure that the decisions 
made can be explained, particularly where the data can be interpreted in different ways. 
 

Expected Outcomes 

The data as well as feedback from the consultation are considered. How the policy can be 
modified or other options available to address the issues are considered. 
 
The information, tools, and resources that staff will need to support the equitable 
implementation of this policy are identified. 
 

Gender Equity Questions 

 What barriers or impacts (both positive and negative) have been identified? Are 
there competing issues or rights that must be balanced? 

 Where possible and appropriate, can the policy be modified to address the issues 
raised? Are there other options that might mitigate negative impacts on various 
communities and populations? 

 Does the final policy consider the insights from the groups consulted, where 
appropriate?  
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 What supports (e.g., training, resources) will be needed by Corporation staff to 
support the equitable implementation of this policy? 

 

Additional Considerations 

 Are there potential opportunities to promote gender equity and ensure equitable 
outcomes for women from diverse communities, backgrounds, and identities? 

 Is there other research that needs to be conducted at this point to help you 
understand communities and populations that may face barriers and inequities 
related to this policy? 

 Does the knowledge of staff about diverse communities and populations need to be 
strengthened? How can this be integrated into the communications or training that 
staff will receive about the policy? 

 Is the proposed policy likely to affect relations between certain communities or 
groups? For example, if accommodation is seen as favouring a particular group or 
denying opportunities to another, how can this be addressed? 

 Having considered the potential or actual impacts of the policy on the diverse 
communities, you should be in a position to make an informed decision on what 
should be done. There are four possible options: 

 
(1) No major change. The gender equity analysis suggests that there is no existing or 

potential adverse impact and that all opportunities to promote gender equity 
have been taken. 

(2) Adjust the policy to remove barriers or better promote gender equity. 

(3) At times other considerations may outweigh or override gender equity 
considerations, such as public safety or operational considerations.  

(4) Discontinue the policy. If the analysis shows actual or potential human rights 
violations, the policy should be discontinued or changed. 
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STEP 5:  APPROVAL OF THE POLICY  

At this stage the policy is submitted for approval. Information about the gender equity analysis 
should be provided to decision-makers, because it is not only important to conduct a gender 
equity analysis, but it is also important for decision-makers to be aware that this analysis has 
been conducted and to be fully aware of the findings and how they were addressed. 
 

Expected Outcomes  

Decision-makers are aware of the implications of the proposed policy, the options considered, 
and the proposed modifications.  
 
Decision-makers are made aware of how the policy will be monitored and evaluated to identify 
issues that become evident after implementation. 
 

Gender Equity Questions 

 How will decision-makers be informed of the gender equity analysis and its 
outcomes, e.g., could a “gender equity statement” be included in the report? 

 What specific barriers and strategies for addressing or mitigating these 
barriers will be discussed with or presented to decision-makers?  

 How will the policy be monitored and evaluated to identify issues that 
become evident after implementation? Are there cost implications 
associated with monitoring and evaluation? 
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STEP 6: IMPLEMENTING THE POLICY  

At this stage, the policy is operationalized, communicated, and implemented.  
 

Expected Outcomes 

Staff responsible for implementation understand the various needs and issues of women from 
diverse communities, backgrounds, and identities. 
 
Mechanisms are in place to monitor the implementation of the policy and identify any 
unexpected issues that arise. 
 
Information about this policy is shared with members of various communities and populations.  
 

Gender Equity Questions 

 How will gender equity be supported, both in how the policy is implemented and in 
ensuring equitable outcomes for women? 

Monitoring the implementation of the policy 

 How and what type of data will be collected to monitor implementation and the 
impact of the policy on women from diverse communities, backgrounds, and 
identities? 

 Are there good gender equity practices from other cities, departments, or 
community organizations that can inform your implementation of this policy? 

 Will continued engagement or partnering with the various communities support the 
monitoring and evaluation of this policy? 

Staff responsible for implementing the policy 

 What information needs to be communicated to staff? Are there tools and 
resources that need to be developed to support them to effectively implement the 
policy? Do they need to learn more about gender equity? Do they need to develop 
their understanding of certain communities? 

 How will staff be provided with the supports (e.g., training, resources) needed to 
support the equitable implementation of the policy? 

 Do internal communication materials help staff to understand the various needs 
and issues of women from diverse communities, backgrounds, and identities?  

Communicating with the public about the policy 

 Do communication strategies target and address the needs of women from diverse 
communities, backgrounds, and identities?  
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 Do communication materials reflect women from diverse communities, 
backgrounds, and identities? 

 Do your communication materials, such as brochures and ads, get out to the 
community organizations and networks that serve women from diverse 
communities, backgrounds, and identities you need to reach? How can you target 
communications to under-served communities? 

 What specific strategies could be used to reach these communities, e.g., community 
partners, advertising in community and alternative newspapers? 

 Are the posters and displays in the office or program areas reflective of the full 
diversity of women in the city of London? 

 
 
 
  



Gender Equity Lens 
CORPORATION OF THE CITY OF LONDON 

 

 

26 
 

 

STEP 7:  MONITORING AND EVALUATION 

At this stage, the policy is monitored and its implementation and impact are evaluated, where 
possible and appropriate.  
 
Closely monitoring implementation could make sure that the policy has the positive effect 
intended and that any barriers or inequalities that arise after implementation are identified and 
addressed. 
 

Expected Outcomes 

The Corporation has a good understanding of the actual and unanticipated impact of the policy 
on various communities and populations.  
 

Gender Equity Questions 

 How will the impact of the policy on diverse groups of women be assessed? 

 Is feedback or data on the impact of the policy on women collected from 
stakeholders, residents, program and service users, as well as staff? Is it collected in 
a way that allows everyone to provide input? Is the feedback and data analyzed and 
used to improve the policy?  

 Are there factors that affect the impact of the policy on women from 
diverse communities, backgrounds, and identities? Are there factors 
that limit the positive impact of the policy on women from diverse 
communities and populations? 

 How can the policy be changed to mitigate any negative 
impacts or barriers?  

 Can the Corporation collaborate with stakeholders to 
monitor and evaluate the policy? 

 Are there any unanticipated supports (e.g., training, resources) 
needed by staff to address the needs of diverse communities and 
populations? 

 Will a formal review of the policy be conducted? At which point?  

 Are there appropriate triggers that could indicate the policy is not 
having the intended outcomes and suggest that it needs to be 
modified? 
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Terms and Concepts 

 

Access 

People from diverse groups have equal opportunity to the use of goods, services, programs, 
facilities, and public spaces. (Source: City of Toronto)  
 

Accommodation 

Equity recognizes that treating everyone the same has the potential to disadvantage some. As a 
result, to ensure equity, some individuals or groups may require accommodation. (See Equity) 
 
Accommodation includes providing additional services (e.g., providing ASL interpreters), 
modifying the policy (e.g., offering women only programs), or modifying program rules (e.g., 
modifying dress codes) to allow for the equitable participation of all groups. 
 
Accommodation involves making changes to existing practices or development of new 
processes to remove obstacles that prevent people from diverse groups from: 
 

 Competing fairly in all economic activities; 

 Gaining access to available goods, services, and facilities; and 

 Participating in decision-making that affects them. 

The Ontario Human Rights Code requires organizations to do this unless they can prove 
excessive hardships on business costs or processes. 
 

Adverse Impact 

Adverse impact occurs when a decision, practice, or policy has a negative effect on a particular 
group. In addition, adverse impact could occur if the policy has a negative impact on the entire 
population, but a greater negative impact on a particular group. For example, charging or 
increasing user fees for a program or service could negatively affect all resident, but could have 
an adverse impact on low-income women who are not able to afford the fees.  
 

Barrier 

Barriers can be hidden, invisible, or visible obstacles. Barriers can be physical, attitudinal, social, 
financial, geographic, or systemic obstacles that prevent or limit the participation of certain 
groups in programs, services, or processes. Examples of barriers include language barriers, 
locations that are not accessible, and staff who are not culturally competent. 
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Equality 

Begin equal, especially in status, rights, and opportunities. 
 

Equity 

Equity occurs when people from diverse communities and populations are able to access 
programs and services and also receive equal benefits from these programs and services. Equity 
does not mean treating everyone the same, and may in fact mean accommodating the different 
needs of some groups. (See Accommodation) 
 

Discrimination 

Treatment that results in disadvantages in the provision of housing, health care, employment, 
and access to goods, services, and facilities on the basis of personal characteristics such as race, 
ancestry, place of origin, colour, ethnic origin, citizenship, creed (religion), sex, sexual 
orientation, gender identity, gender expression, age, marital status, same-sex partnership 
status, family status, or disability. There are four types of discrimination: 
 

 Intentional Discrimination — deliberate, unfair practices and policies stemming 
from prejudice or ill-will; 

 Overt Discrimination — granting or denying opportunities only to specific groups or 
individuals; 

 Systemic Discrimination — formal and informal policies and practices that result in 
the unfair treatment of specific groups; and 

 Constructive Discrimination — rules and standards that apply to all employees but 
have a negative impact on a specific group. 

Intersectionality 

Intersectionality refers to when forms of discrimination (such as sexism, racism, homophobia, 
and classism) combine, overlap, and intersect. This then compounds the impact of 
discrimination and marginalization on the individual. As such, the intersectional experience is 
greater than the sum of the types of discrimination experienced. For example, a Black trans 
women would have a very different experience than someone with only one of those identities. 

Mitigate 

Mitigation is when measures are put in place to lessen the negative effects of a policy or 
program on certain groups. For example, allowing individuals to pay fines only in person may 
cause difficulties for those with mobility issues. This negative impact could be mitigated by 
allowing people to pay fines online or through the mail.  
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Stereotypes 

Making assumptions about an entire group of people. We generalize all people in a group to be 
the same, without considering individual differences. We often base our stereotypes on 
misconceptions or incomplete information. (Source: City of Ottawa) 
 

Structural barriers 

Barriers across institutions and society. It describes the cumulative and compounding effects of 
an array of factors that systematically privilege men and disadvantage women. (Adapted from 
The Annie E. Casey Foundation) 
 

Systemic (or institutional) Barriers 

Barriers that are usually hidden in the rules, procedures, policies, and operations of 
organizations that limit the access to goods, services, programs, and facilities and economic, 
social, cultural, and political participation of people from diverse groups. 
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“The help I got from my 
supervisors and co-workers
is something that
I will never forget.
It saved my life”
LANCE ADILI 
FLEET SERVICES 

Introduction
The Corporation of the City of London is committed 
to supporting our employees to live healthy 
and work healthy. An important element of this 
commitment is supporting positive mental health. 
Providing a psychologically safe and supportive 
work environment and responsive assistance to 
employees experiencing mental health concerns, 
ensures the best environment for all.  

A psychologically safe and supportive work 
environment is one where there is no stigma 
associated with mental health. Our Workplace Mental 
Health Strategy will work to increase employees’ 
awareness, understanding and empathy of mental 
health through proactive promotion and education. 
In addition, we will work to ensure a range of 
preventative and responsive supports are available 
for employees who are experiencing mental health 
concerns; focused toward early detection and 
intervention. Our Strategy will be delivered with a 
continuous improvement approach, having regular 
reviews and check-ins with employees to ensure it is 
effectively meeting their needs. 

Working together, the Corporation, individuals 
experiencing mental health concerns and their co-
workers can help create an environment where we 
can all live healthy and work healthy.   We all have a 
responsibility to stop the silence about mental health.

would talk
about their
mental 
illness
with their
employer.
MENTAL HEALTH 
COMMISSION
OF CANADA
(MHCC)

23%
Only

What is Mental
Health?
The World Health Organization defines mental health as 
a state of well-being in which every individual realizes 
their potential, can cope with the regular stresses of life, 
can work productively and is able to make contribution 
to their community.

“The manager role
has changed, 
employees are
more willing to
talk and we want
to listen and help”

SCOTT STAFFORD 
PARKS AND RECREATION
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Vision
The Corporation of 
the City of London will 
support the mental health 
and well-being of our 
employees by:

• fostering a supportive
  workplace culture
  for those directly and
  indirectly affected by
  mental health concerns

• assisting those with
  mental health concerns
  in regaining their
  optimal health

• promoting awareness
  of programs and
  resources in our
  workplace and
  community

“Take care of yourself 
so you can take
care of others”

JENNIFER
MACARTHUR 
INFORMATION 
TECHNOLOGY
SERVICES

Many of us are affected
by Mental Health
At some point everyone may experience mental health concerns.  Examples 
such as personal, family or work stress are a reality for most people and 
mental distress or illness or other factors sometimes enter one’s life because 
of situations beyond our control.  Maintaining good mental health can be 
challenging, but by eliminating the stigma and misconceptions around 
mental health, it is hoped that you will feel comfortable to talk openly, ask for 
assistance and access supports as early as possible.

Those who do not experience mental health concerns, 
will have a friend, colleague or family member 
who is dealing with one.

“We must show our 
support and help guide
our employees to
the right resources”

JACK MANGANARO
ROADS AND TRANSPORTATION
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“Helping someone 
does not take special 
skills, it is as simple
as asking: are you 
okay?”

JOANNE MCLEAN 
SOCIAL SERVICES

Focus Area 1
Foster a supportive workplace culture where there is no stigma 
associated with mental health by:

• Building awareness, knowledge and empathy of mental health concerns

• Strengthening our commitment to maintaining an inclusive, healthy,
  supportive and respectful workplace

• Improving our understanding of our respective roles in the prevention, early
  detection and intervention of mental health concerns

Proposed Actions
• Provide training for managers,
  giving them knowledge and tools
  to support employees with mental
  health concerns

• Provide training for employees to
  assist them with early identification
  and seeking support

• Deliver awareness campaigns aimed
  at eliminating stigma, fostering
  empathy and knowledge of available
  resources 

• Review relevant policies and
  procedures to ensure they are

  supportive of an inclusive, healthy,
  supportive and respectful workplace

• Feature mental health information
  in employee newsletters so
  employees are regularly updated
  on resources available 

• Develop web tools for employees
  to access information, supports
  and resources 

• Promote existing and create
  new iLearn courses focused
  on supporting positive
  mental health

“It’s hard to
understand 
what someone is 
experiencing until
you experience it 
yourself”
JOHN DANASKOS
CITY CLERKS

49%
(almost
one half)
of those who 
feel they have 
suffered from 
depression or 
anxiety have 
never gone to 
see a doctor 
about this 
problem.

CANADIAN 
MENTAL HEALTH 
ASSOCIATION (CMHA)
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“I want employees 
to feel they can 
come talk to me”

JOE WINSER   
SOCIAL SERVICES

Focus Area 2
Provide proactive and responsive supports to help employees to 
maintain and improve their mental health by:

• Reducing the presence and impact of psychological risks, and enhancing
  employees’ capacity to manage these 

• Ensuring managers understand their shared role in employees’ well-being
  and are equipped to provide support 

• Assisting employees to identify and seek support early for mental health
  concerns

• Consider the diversity of our employees in the planning and delivery
  of supports

Proposed Actions
• Provide specific training for
  Emergency Response Services
  employees focused on the mental
  health risks specific to their work

• Provide training for managers,
  giving them knowledge and tools
  to support employees with mental
  health concerns

• Provide training for employees to
  assist them with early identification
  and seeking support

• Deliver awareness campaigns
  aimed at eliminating stigma,
  fostering empathy and knowledge
  of available resources 

• Provide workshops focused on
  mental health 

• Expand and strengthen community
  mental health partnerships
  and supports 

• Include mental health training
  in the New Employee Orientation
  Program 

• Ensure alignment between the
  Workplace Diversity and Inclusion
  Plan and Workplace Mental
  Health Strategy

• Promote, offer and support
  activities associated with living
  a healthy lifestyle 

• Review a workplace mental
  health peer to peer assistance
  program 

“It took years to 
recognize something 
was wrong, but I 
found the help I 
needed”
BRAD ENRIGHT  
LONDON FIRE DEPARTMENT

Mental 
illness affects 
everyone 
sooner
or later

1 in 5
people
will experience 
a mental illness 
directly.

CANADIAN MENTAL 
HEALTH ASSOCIATION 
(CMHA)
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“Sometimes you can’t 
see the pain that 
someone is in”
CATHY PETERS    
DEARNESS HOME

Focus Area 3
Ensure the Strategy meets the needs of employees by:

• Adopting a continuous improvement approach

• Considering the diversity of our employees in the planning and delivery
  of supports

• Adjusting the Strategy as required to respond to organizational changes

• Regularly measuring effectiveness and impact 

• Providing regular communication to employees and senior leaders
  on the strategy and its effectiveness

Proposed Actions
• Incorporate mental health related
  risks into the City of London
  Health and Safety Continual
  Improvement Program

• Complete a Workplace Mental
  Health Risk Assessment 

• Conduct a review of supports and
  services available to employees

• Review policies and procedures
  to ensure they are supportive of

  an inclusive, healthy, supportive
  and respectful workplace

• Establish an employee wellness
  advisory group 

• Conduct an annual review
  of the Strategy activities and
  their effectiveness, providing
  an update to senior leaders
  and all employees

“Remove the stigma
and I promise more 
people will feel 
comfortable to reach
out for the help
that is out there”
EVAN JONES
PARKS AND RECREATION

2 out 
of 3
people
suffer in 
silence
fearing 
judgment
and rejection. 

CANADIAN MEDICAL 
ASSOCIATION
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“Each of our employees can be
affected by mental health whether
it be themselves, a family or friend. 
By eliminating the stigma,
we can “Stop the Silence” ”

ART ZUIDEMA 
CITY MANAGER

What to do if you
or a co-worker
become distressed?
• Ask for help – we all need help at some time – talk to your manager
  or union representative

• Call our Employee Assistance Program (EAP) at 1-800-387-4765
  – It’s confidential and free

• Talk to your healthcare professional and find out about community
  resources

• Remember each of us is carrying burdens others may never understand

• Offer support not criticism - be a positive support

• Respect differences and diversity

• Don’t participate in gossip and stop others who are

• Respect the privacy of the person who is distressed 

Mental
Illness
affects people
of all ages, 
educational 
and income 
levels and 
cultures.

CANADIAN MENTAL 
HEALTH ASSOCIATION 
(CMHA)



For more information, visit Team London
or contact Human Resources at ext. 0930



City of London Employee Engagement Survey June 2014 

Questions related to workplace diversity and inclusion 












