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WHERE ARE WE?

Diversity Equity

Inclusion
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INCLUSION

Inclusion is an e
Building a respecitful

active, intentional, ) and diverse community
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WHY EQUITY ?

Equity is an approach that ensures everyone has access to the same
opportunities. Equity recognizes that advantages and barriers exist;
therefore, we do not all start from the same place, nor do we have the

same access to all opportunities. Were deemed less
competent, less worthy of
- » being hired, offered less
A StUdy of a hmng pProcess career mentoring, and offered

Candidates with
“white-sounding
names”

(Greg and Emily) 1AL ==

Ferpale a lower starting salary
Candidates

6 acall back SN ) " With resumes Male
andidates wit T4 P :
“African-American- . clyle Cn_te”a ‘, Candidates
sounding names” Identical

(Lakisha and Jamal)

Bertrand, M., & Mullainathan, S. (2004). Are Emily and Greg more employable than Lakisha and Jamal? A field experiment on labor market VAUG HAN
discrimination. American economic review, 94(4), 991-1013.
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EQUITY

The proportional
Representational equity participation at all levels
of an institution

We must consider power, The distribution of
access, opportunities, Resource equity resources in order to

treatment, impacts and close equity gaps
outcomes

The demonstration of an

Equitv-mindedness awareness of, and
o willingness to, address

equity issues.
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INCLUSION

Thoughts, ideas, and
perspectives of all
individual matters

EQUITY

The fair treatment of

all people to ensure

full participation and
advancement

DIVERSITY

Multiple identities
are represented
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Cross-departmental
Initiatives
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Evidence-informed Fostering a
Decision-making Qultqre of
Diversity and _
Inclusion Embedding
diversity, inclusion
and equity

throughout the
employee life

|
DIVERSITY, EQUITY & INCLUSION e
Outcome &

Accountability
Measures
(Project/Change

Management)

Continued
Accessibility

Excellence
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Community

Engagement &
Participation

(®

Addressing

Indigenous Relations
Racism

and Reconciliation
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Recruitment
& Hiring

Retention

Onboarding

Succession
Planning,
Mentorship &
Promotion

Learning &
Development
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DIVERSITY, EQUITY & INCLUSION ROADMAP

FOSTERING A CULTURE OF DIVERSITY AND INCLUSION

EMBEDDING DIVERSITY, INCLUSION AND EQUITY THROUGHOUT THE EMPLOYEE LIFE CYCLE

Recruitment & Hiring

Retention

Onboarding

Learning & Development

Performance Measurement

Succession Planning, Mentorship & Promotion

COMMUNITY ENGAGEMENT AND PARTICIPATION

INDIGENOUS RELATIONS AND RECONCILIATION

ADDRESSING RACISM

CONTINUED ACCESSIBILITY EXCELLENCE

OUTCOME AND ACCOUNTABILITY MEASURES (PROJECT MANAGEMENT / CHANGE MANAGEMENT)

S

- [ ]
e | ( CROSS-DEPARTMENTAL INITIATIVES
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DIVERSITY, EQUITY & INCLUSION ROADMAP

ACTIVITIES & DELIVERABLES

Research has shown that inclusive environments can help organizations increase innovation, reconsider entrenched ways of thinking, and improve

h ires identifyir developin iate , related ics and setti ntabili f - In & ity, this mean:
Uhenge fequires identitng and ping appropfiale goals, felated Ietics apd sating acoounioility far outcames: In the case of diversiy, thia 8 financial performance. An individuals’ sense of belonging and inclusion is influenced by their experiences with the arganizafion.as.a.whale, the

we must collect identity-based data and analyze data by examining trends over time and compare them to similar organizations. Keeping track of staff
transitions allows the City fo identify areas of concerns and develop and set targeted goals and set timelines. Transparent metrics allow stakeholders to
hold all levels of the organization accountable for outcomes.

o FOSTERING A CULTURE OF DIVERSITY AND INGLUSION

organization’s leaders, and peers or team members. The City is committed to fostering and sustaining a culture of diversity and inclusion through
progressive policies and practices that encourage all employees to be part of the change.

o I EVIDENCE-INFORMED DECISION-MAKING
KEY ACTIVITIES & DELIVERABLES
KEY ACTIVITIES & DELIVERABLES Continue {o inform policymaking and review

build DEI strategic plan Establish baseline data to inform de}
Initiafives, and strategies.

Aside from inclusive and equitable services, research shows the positive impact of inclusive practices on a business’ ability to attract and retain talent. Using
an equity and inclusion lens, the Diversity and Inclusion Officer, in partnership with Human Resources staff and other key stakeholders across the
iarganization, will plan a review of the key steps in the hiring pracess, which include the following: Recruitment Methods and Outreach; Job pasting

Materials; Assessment Tools; Candidate Screening and Selection, including review of resumes, testing and interviewing.

Establish KPI for DE! iniiative
3 ) EMBEDDING DIVERSITY, INCLUSION AND EQUITY THROUGHOUT THE EMPLOYEE LIFI LE ﬁ
-~

Anti-giscrimination policies Educational equivalency
related to Code grounds. policy.

Anli-Indigenous Racism Sexual Orientation

iz¢ basciine data fo inform targeted strategies for enhancing indusive workplace
culture.

Align DEI framework and plan fo

Council Terms informed by data |

customized fo the needs of the Ci
Vaughan.

Recruitment & Hiring

KEY ACTIVITIES & DELIVERABLES
Implement targeted job adverisements to increase workforce representation from i esting BaE s e Bt e

=

©

Indigenous and equity-seeking groups. improve hiring, promotion and hiting stralegies 1o meet diversity
Review the recruitment process and application sife fo ensure it complies with retention strategies. targets at SLT and SLTE
OHRC, FIPPA, and Anti-Racism Data Standards

Develop guidelines and tools to
ure job postings are equitable and inclusive: Expand inferview matrix to include: ensure job postings are equitable and
DEI competency. ol

Develoj delines and tools to e

Include understanding and experience of dive
squily and 35 3 pr

ol Develop best practice reference tool to ensure

alljob poslings are inciusive.

Review and where necessary,

The City of Vaughan is committed to being a community where people of all ages, abilities and backgrounds can thrive. Accessibility advancement is a
key component of this commitment. Accessibility benefits everyone directly or indirectly. For example, a ramp or automatic door opener does not just
benefit a person who uses a wheelchair, but it also benefits a parent with a baby stroller or an older adult. Accessibility is a vital aspect of universal

design.
2024

jn all Job.
-Black racism is a specific form of racism that is embedded in policies and practices embedded in Canadian institutions that reflect and reinforce beliefs,
attitudes, prejudice, stereotyping and/or discrimination that is directed at people of African descent and is rooted in their unique history & experience of
enslavement and colonization here in Canada. The City of Vaughan is committed to fostering a safe and welcoming environment—confronting and
removing barriers caused by Anti-Black Racism benefits all Vaughan residents, especially other communities experiencing racism & marginalization.

6 ) ADDRESSING RACISM - ANTI-BLACK RACISM —

KEY ACTIVITIES & DELIVERABLES
Implement Addressing Ant-Black
Racism Action Plan
KEY ACTIVITIES & DELIVERABLES

Develap a sirategy for addressing Anti-Black Racism
Contfinue to implement Action Plan on
addressing Anti-Black Racism.
Continue Accessibility Initiatives & Events. Launch Community Accessibility Innovation Initiative.

Develop Action Plan to address anti-Blat IS,
Join Black North Initiative.
i 9 Impiement strategic plan to fargeted and intentional approach to recruit, hire and retain
mplement Addressing Anti-Black Racism Eidiis Al e exnplegee nbestiifg matriats dieaosaibk: s IRciise: F sl e il
‘eople with Disabilities
Action Plan.
Develop guidelines to ensure leaming and lopment programs meet accessibility
Continue to implement Action Plan on
addressing Anti-Black Racism.

CONTINUED ACCESSIBILITY EXCELLENCE

standard:

nue to champion accessibility advancement e
Ensure Alternative Work Arrangement Policy is equitable for employees with
Disabilities. Y

Develop strategic plan to targeted and intentional approach to recruit, hire and retain

People with Disabilities “
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Measuring
What

atters
Establish equity data | o_K_R

baseline for the City of
Vaughan in order to
inform the Diversity,
Equity & Inclusion
strategy & action plan.

Foster a culture of
diversity and
inclusion to build a Develop a strategy for
respectful and diverse addressing anti-Black
Community that racism in order to
ensures We|coming Identlfy and address
spaces & opportunities SyStemiC barriers and

to flourish for all. inequities.
Improve select

components of the
employee life cycle to
expand talent pool,
build knowledge
capacity of existing
talent to attract and
retain top talent.

Build meaningful
relationships with
Indigenous
communities to address
anti Indigenous racism,
) and to reflect Indigenous

priorities into City
STAFF ENGAGEMENT programs &
services.
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NEXT STEPS

DEI Training

* RFQ - Anti-Black
Racism training for
SLT-E, SLTE, Mayor
& Members of

Change Community
Management — Consultation— Anti- DEI Strategic Plan

Phase 1 Black Racism Council

* E-learning training
vendor selection

Staff Report —
City of Vaughan Indigenous
DEI Statement Relations and

Reconciliation

Employee
Engagement
Survey
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Thank You.

‘,__ujl:?'!,!vuﬂ,i..-

e ::Ju-\n:;ﬁl!a

| | ,‘,:;!‘—‘.:.‘;n\f'\-_nté;;
-u:usi:t}f::t;::ii;q:
e

., Eo=_s




