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Executive Summary 

Inclusion matters, but it is not just an employment equity statistic or the ‘right thing to do’.  Inclusion is a 

means for companies to generate higher profit margins, increase organizational sustainability and to 

maximize the utilization of all of the under-represented members of Canada’s talent pool; particularly those 

representing the communities of Women, Aboriginal Peoples, Persons with Disabilities and Members of 

Visible Minorities.   

Canada’s Supply Chain sector is a cornerstone of the Canadian economy. Supply Chain is also a growth 

sector and is facing a workforce shortage requiring not only more workers each year, but workers with an 

ever-evolving skill set. By ‘building an inclusive workplace’, organizations are not only better able to attract 

skilled talent with a broad range of experience they are shown to be more innovative; resulting in higher 

corporate performance and profitability. 

The ‘Building Inclusive Workplaces’ project recognized that the status quo was not an option, and that an 

initiative focused on federally regulated industries was all about driving change.  The BIW project 

accomplished much in a short time frame.  It was led by a diverse project team and was advised and guided 

by a twenty-two person, broad-based Steering Committee.  The BIW project hosted workshops in Calgary, 

Edmonton and Vancouver which were attended by a cumulative total of 124 attendees.  Workshop speakers 

in each venue described their corporate experiences, their challenges and achievements and how they 

worked their way to an inclusive and diverse workforce.  Their stories were informative, authentic and 

inspiring.   

Online polling in each workshop offered a methodology for participants to immediately share their 

thoughts with one another and to do so in confidence. A follow up survey was created from the input 

gathered from the workshop participants and the Steering Committee.  The survey was then sent to 

additional participants; the majority of whom were from the transportation and logistics sectors.  Survey 

respondents agreed that inclusion and diversity allowed companies to retain employees longer and that 

inclusion offered a financial benefit as well.  Many project participants indicated that their experience with 

the BIW project led them to understand how little they really understood about the barriers others face.  

This circumstance encouraged participants to know more about possible solutions to inclusion challenges 

and that ultimately, more education about inclusion and diversity was desired and required. 

The BIW developed a Corporate Change Model (CCM) as a resource for organizations to implement 

change.  The CCM includes three key elements; 1) a project plan outline that includes roles and 

responsibilities and SMART objectives; 2) elements of the Change Model developed by Dr. John P. Kotter, 

and 3) research, education, and information about Diversity and Inclusion.  The CCM assists organizations 

to identify where they are along a change continuum and to determine a desired state or outcome.  Thus, 

the change process is intended to become embedded in the people and culture of an organization, creating a 

sustainable, long-term effect. 
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After the workshops and survey, industry and education representatives were brought together in a 

roundtable conversation to see if there may be opportunities for further collaboration related to inclusion 

and diversity. Driven by an interest and need from industry, it appears that there is an opportunity to 

develop new course offerings and programs. 

A Communication Strategy was then built to support corporate change efforts and ensures that interested 

parties can stay connected to one another through the BIW website 

(www.buildinginclusiveworkplaces.com) and community.  Resources created through the BIW such as the 

speaker videos, a ‘Building Inclusive Workplaces Overview’ video, and the BIW Project Report are available 

online, thus providing ease of access for sharing and distribution. The Van Horne Institute will continue to 

act as a hub for further conversation and progress sharing. 

In order for Canadian workplaces to achieve inclusion and diversity and to ensure all of the constituents of 

Canada’s talent pool are maximized, more programs will need to be  created  which  will attend to the ‘why’ 

of inclusion, the ‘who’ of diversity as well as the ‘how’ to achieving success.   

The ‘Building Inclusive Workplaces’ project and the Corporate Change Model it has developed reaffirm the 

importance of inclusion and diversity and provides a dependable framework upon which to build in the 

future.   
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Building Inclusive Workplaces: Why it Matters 
The goal of the Building Inclusive Workplaces Project is to help Supply Chain organizations increase inclusion as 

a mechanism for improving corporate profitability and sustainability. The BIW project focuses on four under-

represented groups identified by the Government of Canada: Women, Aboriginal Peoples, Persons with 

Disabilities and Members of Visible Minorities. 

Inclusion matters, but it’s not just an employment equity statistic or “the right thing to do”.  Inclusion is a means 

to generating higher profit margins, increasing organizational sustainability and maximizing the utilization of all 

of the under-represented members of Canada’s talent pool. 

Why Inclusion Is Important to the Supply Chain Sector and the Canadian Economy 

The Supply Chain sector is recognized as a cornerstone of the Canadian economy.  Supply Chain activities 

include all manufacturers, wholesalers and retailers, who together, represent 29% of Canada’s total GDP.  The 

Supply Chain sector also generates $50 billion in annual revenue and there is an additional $75 billion of activity 

completed by in-house Supply Chain organizations.  Eighty-six percent of Canada's merchandise exports are 

destined to the United States and each year approximately $475 billion US worth of goods cross between the 

two countries1.  The Canadian Supply Chain Sector employed 820,364 workers in 2014 and labour demand is 

growing by 13,681 people (2.1%) annually2.   

While the sector continues to grow, it is facing a workforce shortage crisis.  The 2012 HR Study Update by the 

Canadian Supply Chain Sector Council3 found that there were 27,000 unfilled national Supply Chain positions 

and forecasted that there will be approximately 360,000 unfilled Supply Chain positions over a five year period.  

The Accelerator Project, led by the Calgary Logistics Council, identified similar needs in Alberta and British 

Columbia, specifically as Supply Chain occupations support the Government of Canada’s Asia Pacific Gateway 

and Corridor Strategy4.  To meet this workforce demand, which is fuelled by demographic changes and 

economic growth, the Supply Chain sector requires ever-more skilled workers each year.  It is therefore critical 

to the Canadian economy that action related to Canada’s need for Supply Chain talent is taken immediately. 

By ‘Building an Inclusive Workplace’, an organization is better able to attract skilled talent with a broad range of 

experience.  Companies with a diverse workforce are more adaptable, have greater innovation and increased 

customer relations. Statistics show that: 

 Companies with three or more women on the board outperform companies with all-male boards by 

60% in return on invested capital, 84% in return on sales, and 60% in return on equity5.   

 Among Fortune 500 companies, companies with the most women on their boards outperformed those 

with the least by 66% in return on invested capital, 42% in return on sales and 53% in return on equity6. 

 The most racially diverse companies bring in nearly 15 times greater revenues than the least racially 

diverse7. 

                                                      
1 http://www.supplychaincanada.org – Introduction To The Canadian Supply Chain 
2 http://www.supplychaincanada.org/assets/u/SectorFactsandFiguresEnglish.pdf 
3 http://c366462.r62.cf0.rackcdn.com/CSCSC_HR_Study_Report_2012.pdf 
4 http://www.calgarylogisticscouncil.org/accelerator-project 
5 http://www.taketheleadwomen.com/blog/primer-diversity-inclusion-equality-profitability-diversity-impact-country-

unconscious-bias/ 
6 http://www.taketheleadwomen.com/blog/primer-diversity-inclusion-equality-profitability-diversity-impact-country-

unconscious-bias/ 

http://www.supplychaincanada.org/


6 

 

 Organizations with inclusive cultures do better on several scores than those that aren’t inclusive - 

with 39% higher customer satisfaction, 22% greater productivity and 27% higher profitability8. 

These three key points create an urgent need for Supply Chain organizations to think ‘outside the box’ and 

to develop innovative solutions to the current and upcoming labour shortages: 

 The Supply Chain sector is critical to the Canadian economy 

 The Supply Chain sector is facing significant labour workforce shortages 

 Being inclusive and diverse increases the profitability of corporations 

These qualities lead to a competitive advantage in the marketplace, higher corporate performance and 

profitability.  Embracing diversity is an economic driver of Canada’s economic stability and 

competitiveness in the global market. 

 

Project Team 

We created a highly dynamic and diverse project team of the following people: 

 Peter Wallis, CEO, Van Horne Institute – Project Sponsor 

 Corrie Banks, President, Triskele Logistics – Project Manager 

 Linda Lucas, President, ELLE And Associates – Project Consultant 

 Bryndis Whitson, Manager of Strategic Development and Member Relations, Van Horne Institute – 

Project Consultant 

 William Merrill, Consultant – Project Coordinator 

 Jennifer Collins, Research Assistant, Van Horne Institute – Project Coordinator 

 Ryan Zimmerman, Consultant, Triskele Logistics – Project Coordinator 

Strategic Approach 

In order to change, it is fundamental that organizations come to understand why change matters.  With this 

in mind, the Project Team felt that it was important to understand what inclusive best practices were.  The 

Project Team decided to include non-Supply Chain organizations that are in the top 100 diversity employers 

in Canada in the project.   These organizations provided guidance, expertise, and insight into their inclusion 

journey.  These insights were invaluable in educating and informing the Supply Chain participants on 

inclusion best practices and were highly motivational. 

Early in the project the BIW Project Team was challenged to articulate how this project was going to drive 

change, how would it be different than the last 25 years of work on equity and equality.  That challenge 

along with the data collected during the project helped create a call-to-action.   One of the key messages to 

workshop attendees and within the Steering Committee was, “The BIW is about driving change, so we 

                                                                                                                                                                                                
7 http://www.taketheleadwomen.com/blog/primer-diversity-inclusion-equality-profitability-diversity-impact-country-

unconscious-bias/ 
8 http://business-ethics.com/2012/03/21/1821-why-you-need-to-retain-women-the-business-case-for-gender-diversity/ 
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acknowledge that the status quo is not an option”.  Engaging the 

heart and believing that we could make a difference energized the 

team. The results achieved were attributed to the passion and 

steadfast focus on improvement. 

Steering Committee 

In order to ensure diversity of thought, experience, and knowledge 

we enlisted a variety of organizations for the Steering Committee.  

The Steering Committee helped shape the project and provided 

expertise to the Project Team.  Members were critical to 

successfully completing the project and their knowledge, 

connections, experience and passion created the depth and breadth 

of the information gathered. The project used member networks 

and those of other stakeholders to engage and communicate with 

the community at large.  In-kind contributions were made of time, 

expertise and where possible, resources.   

The foundation of the Steering Committee was predicated upon 

having the connections to attract attendees to the workshops, 

providing expertise in one of the key stakeholder groups, having 

experience or knowledge of the Supply Chain industry, and were 

representative of Canadian society and workplaces. 

To create the Steering Committee, the Project Team contacted 35 

companies, 25 federally regulated employers, and 10 non-regulated 

employers.  Of those organizations, 23 responded positively to our 

invitation, and 12 either did not respond or declined due to 

availability of resources. Ten of the organizations invited were 

listed in the ‘Top 100 Canadian Diversity Employers 2014 Report’. 

Twenty-one of the invitations went to Supply Chain organizations, 

and 14 invitations were sent to Technology, Banking, and Support 

Organizations (See Appendix A). 

The end result was a 22 person Steering Committee that 

represented the following stakeholder groups (See Appendix B): 

 Top 100 Diversity Employers in Canada 

 Supply Chain Organizations 

 Human Resources Experts 

 Organizations that support underrepresented groups 

 Education Partners 

Steering Committee Insights: 

 

“Through prior work and initiatives it 

has been very clear that flushing the 

business case and the strategy is 

critical to defining why this matters, 

not just what and where we are.” – 

Angela Workman Stark, RCMP 

 

“Vecova has found that the people in 

their program that are disabled stay in 

their roles longer and are happier with 

one task focus versus other 

employees.” -   Anne-Marie Latoski, 

Vecova 

 

“Mentoring and partnering across the 

RBC Corporation to make connections 

is critical to inclusion. The RBC has 

found that equity and treating 

everyone the same causes a disconnect 

for being inclusive (the two things are 

opposite approaches)” - Jan 

Taszlikowicz-Tunnell, RBC Royal 

Bank 

 

“Meticulon’s inclusion practice has 

proven that employees that are 

included are happier, more satisfied, 

and create competition amongst the 

other staff to keep up with the team” – 

Joy Hewitt, Meticulon 
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 Diversity and Inclusion stakeholders with a broad range of knowledge (Experienced, Somewhat 

Experienced, and Inexperienced) 

 Organizations at different stages of their journey to inclusion (beginning, mid-journey, and 

advanced) 

The Steering Committee met in person and via conference call on the following dates: 

1. Wednesday March 25, 2015 – Kick Off Meeting 

2. Wednesday April 8, 2015 – Workshop Outline 

3. Wednesday April 15, 2015 – Networks, Connections, Invitation Status 

4. Tuesday May 5, 2015 – Calgary Workshop Review 

5. Thursday June 4, 2015 – Edmonton Workshop Review 

6. Monday August 10, 2015 – Vancouver Workshop and Survey Results 

7. Wednesday October 14, 2015 – Industry / Education Roundtable 

8. Tuesday October 27, 2015 – Project review with Ministry of Labour and Steering Committee 

Each of the Steering Committee members and their organizations donated their time and expertise as 

follows: 

 Meeting attendance 

 Workshop Space 

o Calgary - WestJet Campus 

o Edmonton - Athabasca University – Faculty of Business Boardroom 

o Vancouver - Dentons, LLP – Boardroom 

 Personal knowledge, resources and expertise 

 Content and document reviews for the workshop pre-

reading, online survey, survey, video, infographic, 

Corporate Change Model, and Communication Plan 

outline  

The Steering Committee made in-kind donations estimated at 

$55,250.00 (See Appendix K). 

Workshop Results Summary 

There were 124 attendees across the Calgary, Edmonton and 

Vancouver workshops plus 8 additional facilitators, 6 speakers 

totalling $97,400 worth of donations in-kind.   

Workshop Comments on inclusion: 

“How do we get ‘buy in’ for inclusion? 

Driven often by understanding the 

business case for diversity and knowing 

where your workforce is coming from and 

who your customers really are.” 

“Diversity and Equity are tickets to the 

dance that lead to Inclusion and Equity” 

“Corporate values and leadership set the 

stage for Diversity and Inclusion” 
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The Building Inclusive Workplaces project has created a sizeable 

community of people engaged in improving inclusion, who now 

understand personal biases and who feel that they are able to 

mentor others about the inclusive action within the workplace. 

Workshop Detail 

Each of the workshop spaces were donated by partner 

organizations and all of the locations created an atmosphere of 

learning, openness and honest communication and collaboration.  

Our attendee demographics were as follows (See Appendix C): 

 Seventy-seven percent of our attendees were women, 23% 

men 

 When calculated based on underrepresented groups: 58% 

Women, 5% Aboriginal Persons, 17% Members of a Visible 

Minority Community, 3% Persons with Disabilities, and 

17% Men. 

o If a person fell within Aboriginal Persons, Members 

of Visible Minority Community or Persons with 

Disability groups, we used that group as the 

primary calculator to demonstrate participation 

rates across the underrepresented groups.  

In Calgary, we were hosted by WestJet on their Campus, and 8 of 

their employees attended the BIW workshop.  In Edmonton, we 

were hosted by Athabasca University at their new Business Faculty 

campus and their meeting and lunch room was an exceptional 

location for networking.  Thank you to Hilary Goldenberg for 

arranging for us to be hosted by Dentons, LLP in downtown 

Vancouver overlooking the harbour.  The light and space in the 

room was incredible and our hosts extremely gracious and 

accommodating. 

The three locations were remarkable settings for the meetings and 

facilitated a depth of conversation and passion for the issues at 

hand.  Goals for the workshops were to educate and inform the 

attendees; create a common baseline of information; create a 

community of people sharing their experiences; and gather 

information regarding the current state of Diversity and Inclusion 

within the Supply Chain sector.  The workshops created energy, 

emotion, and commitment to challenging our current biases and 

Workshop comments on barriers to 

inclusion: 

“Education and experiences from other 

countries are not transferable” 

“New immigrants lack the 

understanding of unwritten rules of the 

Canadian work culture” 

“We all want to ‘hire for the best person’, 

but are we making sure we have a diverse 

candidate pool of qualified individuals as 

a starting point?” 

“A recruitment issue is in the asking of 

people to self-identify which ‘group’ they 

feel they belong to; distrust of gathering 

this kind of information and how it 

would be used” 

Workshop comments on enablers of 

inclusion: 

“Equitable distribution of training 

opportunities and money.” 

“Education for front-line hiring 

managers: diversity, harassment, 

sensitivity, code of conduct.” 

“Support immigrants with skills 

development and education prior to 

moving to Canada at their country of 

origin” 

“Aligning diversity HR goals with 

management” 
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beliefs.  The mission was to drive change in our hearts, our 

society and our workplaces. 

To ensure that we were inclusive and listening to different 

viewpoints, we strategically organized attendees so that each 

table was as diverse as possible.  Our intention was to ensure 

that industry was sitting with human resources, a member from 

each designated group, and that participants were not sitting at 

the same table as someone else within their organization.  Each 

table was also assigned a facilitator.  We have appended a 

sample of the Calgary workshop participant table assignments in 

Appendix D for reference.   

Due to the size of the response and attendance at the workshops 

we had a total of 8 facilitators who donated their time resulting 

in $4,400.00 worth of donations in-kind (See Appendix K). 

Each of these workshops followed a similar framework and 

workshop materials were sent to each participant in advance of 

the workshop. (Appendix E represents details specific to the 

Calgary workshop.  The Edmonton and Vancouver workshops 

are contained in the complete Appendix List.) 

1. Introduction to the project 

2. Introductory speaker discussing ‘Why Inclusion is 

Important’ 

3. Session designed to create an educational baseline and 

start a dialogue in a safe open fashion 

4. Discussion regarding enablers, barriers and solutions to 

barriers 

5. Brainstorming activity on what an inclusive workplace is 

and what solutions are to move inclusion forward within 

an organization 

6. Online Polling Survey: capture anonymous feedback 

from the participants about inclusion and their 

workplace’s ability to be inclusive 

7. Keynote Speakers who discussed their organization’s 

journey toward inclusion and where they would go from 

here.  Each of the Keynote speakers represented 

organizations that were: a) Well established in their 

inclusion journey (RBC Royal Bank); b) At the mid-point 

of their inclusion journey (Xerox Canada); and c) At the 

What will it take to move forward 

on your organization’s journey? 

“An acknowledgement that there is an 

inclusion problem.” 

 

“We need to embody the learnings from 

Building Inclusive Workplaces and 

acknowledgement we are not being as 

inclusive as we might have thought.” 

 

“Engagement of all employees starting 

both from 1) the top as well as 2) 

changing thought processes and culture. 

Don't ask why, ask why not.” 

 

“I believe we are well on our way. We are 

launching diversity training, which will 

address not only cultural diversity but 

gender, sexual orientation, religion, etc... 

We need this training to reach 

individuals at a visceral level so they can 

all do some self-reflection. Diversity and 

Inclusion needs to be driven and 

supported at the Corporate level, but the 

action takes place at the employee level.” 

 

“Understanding of the barriers that 

currently exist.  If you are not a member 

of demographic that requires higher levels 

of inclusion and diversity, the barriers 

are not obvious.  Be open to hearing 

where we are missing the mark.“ 
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start of their inclusion journey (RCMP). 

Based on a recommendation from Angela Workman-Stark, Chief 

Superintendent, RCMP, prior to coming to the workshop all 

attendees were invited to do some pre-reading and take the 

Implicit Association Test (IAT).  The IAT is a bias test developed 

by Harvard University to help individuals understand the 

unconscious bias that they have.  The objective was to provide 

participants with information that would educate and inform, as 

well as to create awareness and understanding of how biases and 

barriers to Diversity and Inclusion can be subtle. 

As part of the education and inspiration portion of our journey, 

we had six speakers join the workshops.  Their contributions were 

highly motivating, educational and thought provoking.  In 

Calgary, our introductory speaker Joy Hewitt, Chief Employment 

Coach at Meticulon talked about their journey and the approach 

that they have developed to coach and train Persons with Autism 

and place them into employment within the Information 

Technology sector in Calgary.  Keynote speaker Tasha Giroux, 

Regional Vice President - Commercial Financial Services Alberta 

& Territories, RBC Royal Bank spoke about the journey that the 

RBC Royal Bank has been on, what was important, what Tasha 

learned along the way, and what is possible given the right 

support and commitment.   

In Edmonton, our introductory speaker, Dr. Deborah Hurst, 

Dean, Business Faculty, Athabasca University discussed what it 

would take to be inclusive.  Dr. Hurst set the tone for the day by 

talking about what Diversity and Inclusion are and the different 

factors that needed to be taken into account.  Our keynote speaker 

Angela Workman-Stark, Chief Superintendent, RCMP spoke 

about the transformation that the RCMP has been through over 

the last few years, how an organization could have serious 

problems, and yet still create an environment where open 

communication, education, and willingness/need to change can 

achieve amazing things.   

In Vancouver, our introductory speaker, Ellie Maryniuk, Vice-

President, BC Maritime Employers Association discussed the 

journey that they have taken with “Women on the Waterfront”, 

the challenges that women have faced as longshoremen, the 

What will it take to move forward 

on your organization’s journey? 

“Be more flexible in work arrangements.  

Families are still traditionally managed 

by the women and sometimes the 

working woman needs to make decisions 

that favour the family and that is 

frowned upon by the employer, regardless 

of how hard working or competent that 

woman is.” 

 

“A truly diverse and inclusive workplace 

requires a strong focus on Competencies 

to eliminate biases throughout the 

recruitment and retention journey. 

Unless those practices are vetted via a 

competency framework, good intentions 

will fall by the wayside regardless of 

funding levels.” 

 

“Creating easier and most cost-effective 

ways to employ people where English is 

not their first language or to provide 

English language training in a practical 

manner.” 

 

Keep going and learning not just on 

individual and organizational level but 

in broader community, engage other 

community members in this process. 

 

 



12 

 

actions that have been taken to create an inclusive diverse 

workforce and the successes that they have achieved to date.  Our 

keynote speaker was Shelley Ralston, Director of Talent & Culture 

for Xerox Canada.  Ms. Ralston motivated us all by highlighting the 

huge opportunities that can come from being inclusive, focusing on 

a culture of awareness and being open not just to different people, 

but to different ideas and ways of doing things. 

We videotaped most speakers and their speeches can be found on 

the Building Inclusive Workplaces website at 

www.buildinginclusiveworkplaces.com.  A highly engaging BIW 

project video was also created using some of the workshop 

attendee and speaker comments.  

Some of the key messages from all of the speakers were: 

 Change is possible no matter where you are in your journey.   

 Whether the journey is at the beginning, middle or late 

stages, there is always opportunity to move forward 

 Inclusion is not just about people and the Federal 

Government’s four designated groups.  It is about inclusion 

of thought, people, talent, and culture.   

 A focus on only four designated groups is limiting. 

Workshop Online Polling Results Summary   

We asked a series of six to seven questions as part of the workshop 

discussions (See Appendix F and G for detailed workshop and 

online polling results).  Some of the interesting results were: 

 Many of the attendees had experienced some form of bias. 

 Unconscious bias was the biggest barrier and enabler to 

inclusion in the workplace. 

 Managers had the most influence on enablers and barriers 

to inclusion in the workplace. 

We asked people to suggest words which represented or prevented 

inclusion:  

 Accessible 

 Accommodating 

 Respect  

 Flexible 

 Education 

Thoughts about Diversity and 

Inclusion: 

“Canada needs to pay more attention to 

Supplier Diversity (Supply Chain 

diversity) in addition to workplace 

Diversity and Inclusion. We tend to 

focus solely on workplace (employee 

diversity), which of course is good, but 

we should also be responsible for taking 

efforts towards building healthy/ 

diverse/ inclusive Supply Chains as 

well.” 

 

“People with disabilities desperately 

want to work, to be given a chance, to 

earn their own money. They want to be 

judged by merit not other people's 

perspectives of what they can or cannot 

do. It is vital for people to be aware of 

their own limited knowledge of life for 

other groups (First Nations, PWD, 

LGBTTA, etc.), so that they can learn 

with the potential candidate instead of 

going into an interview with 

assumptions already in the bag.” 

 

“Every person has experienced 

exclusion in some form.  Inclusion is 

about accepting what we do not know 

and working to improve our level of 

understanding of another person’s 

rights, needs and experiences.” 

http://www.buildinginclusiveworkplaces.com/
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 Commitment 

 Openness 

 Innovative 

 Honest 

Feedback on unconscious bias brought out conversations about: 

 Discrimination 

 Gender Roles & Perceptions,  

 Stereotyping,  

 Age-ism,  

 Lack of Awareness,  

 Inappropriate or Offensive Jokes,  

 Nepotism,  

 Imbalanced Pay Scales,  

 Language Gaps,  

 Exclusion,  

 “Old Boys Club” 

These results highlight that while we have made progress and behaviour that was common twenty years 

ago is no longer acceptable, we still have a significant challenge ahead of us.  Examples of workplace 

programs and activities that enable inclusion were Employee Resource Groups, Open Communication, 

Change Management, Diversity Committee, Flexibility, Aboriginal Awareness, Informational Interviews, 

Sending people to an inclusion workshop, code of ethics and conduct, Education / Training. 

Forty-two percent (42%) of attendees felt that they would leave the workshop and mentor and guide others 

about inclusive action, twenty-six percent (26%) of attendees said that they would advocate change to 

corporate policies, and sixteen percent (16%) of attendees said that they would identify their personal biases 

and work to change them. 

Survey Summary and Results 

After the workshops, we created an additional survey designed to capture additional information and detail 

about Diversity and Inclusion in the workplace.  We used a combination of demographic questions, with a 

sliding scale from 1 to 5 (where 1 was low or not at all and 5 was high or always), and an ‘open comments’ 

section to capture information.  We sent the survey to approximately 400 people, posted the survey on 

LinkedIn (and shared it with 750 people) resulting in 80 respondents from a variety of organizations.   

Thirty-one percent of respondents were from Federally Regulated Employers, 17% were unsure if their 

organizations were Federally Regulated and 51% were not from Federally Regulated Employers. 
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The majority of the organizations that responded were from transportation and logistics, organizations that 

represent underrepresented groups and government.  Seventy-eight percent (78%) of the responses were 

from women.  For a full review of the survey details, please see Appendix G.   

Twenty-eight percent (28%) of the respondents were at an executive level, twenty-five point six (25.6%) 

were from mid-level management, thirteen percent (13%) were front line managers, four percent (4%) were 

supervisors, and thirty percent 30% of the responders were front-line employees.  Interestingly, the one 

group that was noted to be the most critical to inclusion – the front line manager – was one of the least 

responsive groups to the survey. 

When asked about their thoughts about inclusion and diversity our respondents strongly agreed that 

inclusive companies retain their employees longer (4.23 out of 5), that inclusion has a financial benefit to 

organizations (4.16 out of 5), and that their organization’s leadership was committed to creating a 

respectful, inclusive workplace (4.13 out of 5).  Areas of opportunity were related to tracking and measuring 

Diversity and Inclusion (3.26 out of 5), communicating goals and expectation around Diversity and 

Inclusion (3.48 out of 5), and were neutral / agreed that front line managers in their organization use 

inclusive strategies such as accommodation, flexible job hours (3.66 out of 5).  In general respondents agreed 

that their organization displayed a corporate culture of inclusion, respect and flexibility (3.91 out of 5). 

To take inclusion to the next level, respondents believe that we need to evaluate and understand the 

barriers within our workplaces and have the courage to ask about things that we don’t know.  Throughout 

the project we have had many people comment on how little information and knowledge they have about 

the different underrepresented groups, their challenges, opportunities and needs.   

The process of inclusion has been described as a journey and that it is a long and transformational process 

requiring dedication, commitment, courage and fortitude in the face of adversity.  Themes that came out of 

the survey results highlighted that there is a very high need for more education on what Diversity and 

Inclusion is; that respect in the workplace goals and objectives are not communicated or measured well, and 

while we are making progress, there is much more to do. 
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Corporate Change Model 

The workshops, online polling, and survey highlighted that organizations are at different stages of their 

inclusion journey and that change management is a critical component of creating inclusive workplaces.  

Since organizations are at different stages, it was important to create a framework that could be used by 

everyone regardless of their level of inclusion.  The goal of the Corporate Change Model is to provide a 

mechanism for organizations to develop a project plan, understand where they are in their inclusion 

journey, and engage the hearts and minds of all people. (Appendix I) 

 

The BIW developed the Corporate Change Model (CCM) as a tool for change methodology.  The CCM 

includes three key elements; 1) a project plan outline that includes roles and responsibilities and SMART 

objectives; 2) elements of the Change Model developed by Dr. John P. Kotter, and 3) research, education, 

and information about Diversity and Inclusion. The CCM will assist organizations to identify where they 

are along a change continuum and to determine a desired state or outcome.  And, because every 

organization is unique and at a different point in the change process as it relates to inclusion, it is designed 

to help shape questions and provide resources, not to provide answers.   Thus, the change process is 

intended to become embedded in the people and culture of an organization, creating a sustainable, long-

term effect. 

We chose to use Dr. John P. Kotter’s 8-Step Change Model as the framework for the BIW Corporate Change 

Model because it uses a consistent, holistic approach to change and focuses on engaging the workforce in an 

effective way9.  Kotter’s Model focuses on continuous, iterative change, which is critical to making the 

change last beyond the initial “call to action”.  The goal is to achieve change that embeds itself into the 

people and the culture of the organization, thereby creating sustainable, long term improvement beyond the 

current situation.  Using the information gathered from the BIW Steering Committee and the BIW 

workshops, we developed a Corporate Change Model designed to guide and support an organization’s 

inclusion journey. 

In order to support the development of an organization’s project plan, we used a standard project 

management framework designed to generate specific measurable actions that achieve the organization’s 

strategies and objectives.  We start with a “Project Plan Outline” with these key sections: 

                                                      
9 http://www.kotterinternational.com/the-8-step-process-for-leading-change/ 
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1. Strategies;  2. Objectives;  3. Actions (Tactics);  4. Responsible Persons;  5. Due Dates;  6. Status 

If the goal is to improve and enhance an organization’s level of inclusion then: 

 The strategy is the approach taken to achieve a goal 

 The objective is a measurable step to achieve a strategy. 

 The action (tactic) is a tool used to pursue an objective associated with a strategy. 

 The Roles, Accountable, Consult and Inform (RACI) column is used to describe the participation by 

various people in completing tasks or deliverables for a project or business process.  The roles that 

are assigned to various people are: 

o Accountable: The person who ultimately signs-off and approves the direction. 

o Responsible: The person who takes action and is responsible for ensuring that the key tasks 

are complete. 

o Consult: Subject Matter Experts or other knowledge sources important to achieving the plan. 

o Inform:  Persons who need to be kept in the loop and informed of changes, who are the 

influencers and barrier removers and key communicators. 

 Due Dates: Can be changed and revised as needed and are there to drive the organization forward. 

 Status: Not Started, Started, In-Progress, Complete – these are used to provide everyone an update 

on what stage activities are in and identify potential timeline challenges or other project issues. 

Embedded within the project framework is Dr. Kotter’s 8-Step Change Model (as outlined below).   

Leading and Guiding Change – Dr. John P. Kotter 

Dr. John P. Kotter is a recognized authority on leadership and change.  Dr. Kotter is a New York Times best-

selling author, award winning business and management thought leader, business entrepreneur, 

inspirational speaker, and Harvard Professor.  Dr. Kotter has authored 18 books to date – twelve of them 

bestsellers.  His most popular book “Our Iceberg is Melting” was released in 2006.  This New York Times 

bestseller launched the 8-step philosophy taught by Kotter International.   Kotter’s book “Leading Change” 

was selected by Time Magazine in 2011 as one of the 25 most influential business management books ever 

written10. 

The BIW Corporate Change Model uses 9 steps, with the addition of an initial step which is to determine 

and establish what an organization’s current state is and it’s objectives. The remaining steps outlined below 

follow John Kotter’s 8-step Change Model as outlined in Appendix I. 

In the first section of the Corporate Change Model we have also provided links to Diversity / Inclusion tools 

and research.  The information is reflective of our own inclusion journey through the project and is intended 

to educate a team embarking on the organization’s inclusion journey.  To complete a plan, the organization 

needs to understand Diversity and Inclusion, why it matters, and how to develop the key messages and call 

to action to invoke participation from its people. 

                                                      
10 http://www.kotterinternational.com/about-us/who-we-are/john-kotter/ 
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To support the call-to-action and vision we also designed a Communication Plan template that teams can 

use to define the different messages to different stakeholders at different points of the journey.  The 

Communication Plan supports the Corporate Change Model by allowing teams to think about what key 

messages are important to each stakeholder group and how to engage passion which supports the change.  

Used properly the Corporate Change Model facilitates the creation of an action plan that has SMART 

(Specific, Measurable, Attainable, Repeatable, and Timely) goals.  Following the 9 steps and the project plan 

an organization can achieve clear measurable results with respect to their inclusion goals.  The information 

and research on Diversity and Inclusion provides a library of resources to become more fluent and 

knowledgeable about Diversity and Inclusion.  This educational aspect of the Corporate Change Model 

highlights the challenges, strategies and opportunities that other organizations have faced and provides 

information on how to deal with key issues when then occur. 

Industry and Education Roundtables 

The goal of the industry and education roundtables was to discuss the Corporate Change Model as well as 

to understand what programs education partners have related to Diversity and Inclusion.  We held two 

sessions at the Van Horne Institute.  We had two Education partners, seven Industry partners and two 

Organization partners attend the sessions. 

The education partners indicated that while they have Diversity and Inclusion resource groups, these 

groups are not widely used and the partners are actively working to further enhance and develop both the 

visibility and role that these groups are playing on their campus.  Both institutions in attendance have 

Supply Chain management programs, which continue to be male-dominated.  Neither organization offers 

courses on Diversity and Inclusion as part of their core curriculum.  Diversity and Inclusion is taught as part 

of the course on Organizational Behaviour, which are included in their Business programs. 

Our Industry partners said that they typically hire outside consultants to teach their organizations about 

Diversity and Inclusion.  When asked, all industry stakeholders said that “If a continuing education course was 

available at an Educational Institution that they would use it”.   

Throughout the project it was stated that more education is a foundational requirement to building 

inclusion within our workplaces.  The need for more information and education, combined with Industry 

interest to ‘upskill’ their workforce, indicated that there were opportunities for education to create new 

course offerings.   With funding programs such as the Canada Job Grant available to organizations, it 

increases the viability of Diversity and Inclusion courses and improves the business model for education 

institutions to create courses that meet industry’s needs. 

Communication Strategy 

Communication is a significant part of any change strategy. We therefore hired a Marketing Strategy Project 

Manager and expert to support us with the project.  The Marketing Strategy Project Manager’s role and 
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responsibility was to coordinate the efforts of the videographer, web developer and BIW team to ensure that 

the all of the marketing media (video, messaging and website) was branded appropriately and marketed 

effectively.  To achieve these goals, we completed the following activities: 

1. Video storyboard and key messages development 

a. Including footage from workshops in Calgary, Edmonton, and Vancouver 

b. Messaging on why inclusive workplaces are essential to Canadian workplaces, the economy, 

individuals, and organizations 

c. Stories of inclusion and equity in the workplace 

 

2. Branding   

a. Branding for the project including alignment with the Van Horne Institute’s branding 

through the development of a complete Brand Standards Guide 

b. Social Media strategy for Twitter, LinkedIn, website 

i. Strategy will be executed by Project Team 

 

3. Building Inclusive Workplaces Website 

a. Branding matching the Van Horne Institute 

b. Project updates and contact information 

c. Summary Report  

d. Videos and other messages 

 

Effective change takes place over a long period of time.  We felt that the communication strategy was a 

critical component of achieving real, lasting change.  If we complete the BIW project without a mechanism 

to communicate the findings and engage our connections, the benefit of the BIW project will be limited.  

With this in mind, we have developed a communication strategy that continues post-project.  This strategy 

includes using the website, Twitter, and LinkedIn social media to post educational information, news 

articles, and achievements within the Diversity and Inclusion community.  

In addition to providing education, we will also launch a content marketing strategy that allows the Van 

Horne Institute to continue to promote Diversity and Inclusion through blog posts.  The objective is to 

engage thought leaders from the project to volunteer content that inspires and educates the BIW community 

and its partners.  Thought leaders such as Angela Workman Stark, Shelley Ralston, Tasha Giroux, Jan 

Taszlikowicz-Tunnell, Garth Johnson, Corrie Banks and Anne-Marie Latoski will be given the opportunity 

to write a short blog focused on how to build an inclusive workplace. 
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Project Partners 
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Project Budget Summary 

The project grant was for $125,000 and based on our actual expenses we are over budget by $3,169.00.  This is caused by two things: the first is 

the decision to hire the Marketing Strategy Project Manager’s whose value we have outlined above; and the second is that we planned for 15 – 20 

workshop attendees for each location.  In Calgary we had 66, in Edmonton 32 and in Vancouver 26.  The high interest in the project resulted in 

increased costs of catering as well as the cost of additional facilitators in Edmonton and Vancouver.   The $3,169.00 will be donated to the project 

by the Van Horne Institute and Triskele Logistics as a donation / financial contribution to the project. 

For the Donations-In-Kind (please see Appendix K) for the details, we far exceeded our targets.  The actual donations in-kind are calculated 

based on the number of people on the Steering Committee, the workshop attendees, our facilitators and industry/education partners.  

Organizations such as WestJet donated the space for the workshop, employee time, and covered the cost of Angela Workman-Stark’s flight from 

Ottawa to Edmonton. 

 

Project Deliverable Project Activities

Budgeted 

Cost Actual Cost Variance

Budgeted 

Donations In-

Kind

Actual 

Donations In-

Kind Variance

Proposal Application Process -$                -$                -$                30,000.00$    30,000.00$    -$                

Project Partnerships -$                -$                -$                60,000.00$    166,400.00$ 106,400.00$ 

Steering Committee Involvement -$                -$                -$                50,000.00$    55,250.00$    5,250.00$      

Software Expenses Software and Licensing Costs 950.00$          469.81$          480.19$          -$                -$                -$                

Workshop - Calgary 4,250.00$      5,301.72$      1,051.72-$      1,000.00$      1,500.00$      500.00$          

Workshop - Edmonton 6,250.00$      4,932.87$      1,317.13$      -$                2,500.00$      2,500.00$      

Workshop - Vancouver 8,250.00$      5,822.33$      2,427.67$      -$                1,500.00$      1,500.00$      

Statistical Analysis and results summary 3,000.00$      3,000.00$      -$                -$                -$                -$                

Survey Development 2,000.00$      2,000.00$      -$                -$                -$                -$                

Change Management - Meet with Education Partners 10,400.00$    10,000.00$    400.00$          600.00$          3,200.00$      2,600.00$      

Change Management - Meet with Industry Partners 10,400.00$    10,000.00$    400.00$          600.00$          3,200.00$      2,600.00$      

Create Change Management Plan  $    20,000.00 20,000.00$    -$                -$                -$                -$                

Create Communication Plan  $    19,000.00 22,148.27$    3,148.27-$      -$                3,169.00$      3,169.00$      

Video Development and Edit  $      6,000.00 6,825.00$      825.00-$          400.00$          2,000.00$      1,600.00$      

Update Van Horne Website  $      1,000.00 1,000.00$      -$                -$                -$                -$                

Update Social Media  $          500.00 500.00$          -$                -$                -$                -$                

Women In Supply Chain - Communication  $      3,000.00 3,000.00$      -$                -$                -$                -$                

Final Report Write Whitepaper  $    30,000.00 30,000.00$    -$                -$                -$                -$                

125,000.00$ 125,000.00$ 0.00$              142,600.00$ 268,719.00$ 126,119.00$ 

Building Inclusive Workplaces Budget Summary

TOTAL

Industry Involvement

Workshops

Survey

Industry & Education 

Roundtables

Corporate Change 

Model

Communication 

Strategy
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Key Findings 

There is a high level of interest in workplace Diversity and Inclusion, not only from government, 

organizational partners, and education groups, but from industry as well.  The financial metrics and 

research have proven that it’s not enough to be diverse, equitable or equal.  In order to achieve higher levels 

of profitability, organizations need to: 

 Focus on creating inclusive workplaces 

 Foster an open and collaborative environment 

 Treat individual needs with the highest of priorities   

If organizations can increase the level of inclusion within their workforce they can achieve increased 

employee satisfaction, retention and development.  The investment in time has a high payback.  Companies 

in the top quartile for gender diversity are 15 percent more likely to have financial returns above their 

respective national industry medians11. 

 

In order to build inclusive workplaces, individuals and organizations need to be open, courageous, and 

committed to a long continuous journey of learning and change.  Talking about these issues takes us outside 

of our comfort zone, forces us to consider other constructs than those that we are comfortable with, and will 

be challenging for many people to achieve.  To be truly inclusive, we need to consider that inclusion extends 

beyond the boundaries of the underrepresented groups; it pervades every facet of our human consciousness 

and awareness. 

Unconscious bias is the number one contributing factor to exclusion.  Bias is the very fundamental way we 

look at and encounter and make sense of the world around us. Bias is driven by the hard wiring pattern of 

making decisions about others based on what feels safe, familiar, likeable, valuable and competent to us 

without us realizing it12.  Bias is an instinctive reaction and is a primal biological urge response that brings 

relief to tension.  Recognizing this, it is extremely important to realize that we all have biases, and that 

biases are normal.  It is being aware of our biases and working beyond them that is critical to achieving 

inclusion. 

Awareness of our biases and adopting acceptance for ourselves and others becomes a critical part of the 

inclusion journey.  A participant from Future Treaty Seven stated within our Calgary workshop “To be 

inclusive, we must self-actualize, and so our work in this space must continue if we are to achieve success”. 

In order to be inclusive we must be open to change, to be able to change, we need to engage the heart of our 

people.  Key messages and understanding what matters to people, whether it is the profitability or human 

factors related to inclusion, are imperative to invoking any change.  Assessing where you are and 

understanding what needs to be done supports the development of a plan.  Creating real and measurable 

                                                      
11 http://www.mckinsey.com/insights/organization/why_diversity_matters 
12 https://www.linkedin.com/pulse/20140618145805-35065017-workplace-diversity-what-is-unconscious-bias-how-to-

manage-it 
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activities that focus on measurable goals is required in order to a) be able to benchmark progress and b) 

celebrate improvement.   

Education about inclusion and unconscious bias are required.  We need courses and material developed on 

why we should be inclusive, and how to create an inclusive workplace.  In this regard, our education 

systems and needs are shifting, and there are limited education programs that focus on Diversity and 

Inclusion.  For Canadian workplaces to achieve inclusion, collaborating with our education and industry 

partners is of great importance.  More programs designed for industry that focus on why inclusion matters, 

how to be more inclusive, and how to understand and move beyond our personal unconscious bias are 

essential to establishing progress. 

Based on our survey results, our education and government organizations are also on an inclusive 

workplace journey, requiring resources, education and programs to improve their levels of inclusion as well 

as our industry stakeholders.  Respondents to our survey from these communities scored lower than 

industry on inclusion practices highlighting that the challenge goes beyond only certain groups of 

stakeholders. 

Recommendations 

In order to continue to develop Canada’s competency with respect to Diversity and Inclusion we 

recommend that: 

1. A project or program is developed to actively promote and coach organizations how to use the 

Building Inclusive Workplaces Corporate Change Model. 

2. The Ministry of Employment, Workforce Development and Labour continues to fund programs that 

highlight why Diversity and Inclusion matter. 

3. A conference or series of workshops and networking events is created to increase awareness and 

provide opportunities to educate and inform a broader range and scope of people. 

4. The Ministry of Employment, Workforce Development and Labour increase and improve the focus 

on Diversity and Inclusion in our education and government organizations. 

5. The Ministry of Employment, Workforce Development and Labour follow the lead of the provincial 

governments and recognize more than four underrepresented groups.  Efforts should be expanded 

to include Youth, Mature Workers and Members of the Lesbian, Gay, Transsexual and Bisexual 

(LGBT) communities.  It has also been suggested that a differentiation exists for Members of Visible 

Minority Communities, and that the group could be divided as follows; 1) New Immigrants to 

Canada and 2) Members of Visible Minority Communities from established families (e.g. second 

generation Canadians). 

6. Canada continues to invest as a nation, as provinces, and as a community to market strategies that 

bring awareness to the Supply Chain Industry as a career of choice and the value proposition 

associated with Diversity and Inclusion. 

7. Educational institutions develop continuing education courses that educate organizations and 

individuals on the importance of Diversity and Inclusion. 
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Appendix A: Steering Committee Contact List 

 

  

Name Company Type of Company Geographic Area

Jan Taszlikowicz-Tunnell Royal Bank of Canada Banking Calgary

Bernard Lachance FETCO / Canadian National Railway Transportation Ontario

Abigail (Abby) Thorsell Westjet Transportation Calgary

Sandi Case Port Metro Vancouver Transportation Vancouver

Angela Mah Air Canada Transportation Vancouver

Kari Giddings FETCO / Canadian Pacific Railway Transportation Calgary

Janice Davis Shaw Communication Communication Calgary

Kim Thomas TransCanada Pipelines Pipeline (LNG) Calgary

Bobbi Lambright ATCO Electric Electric Edmonton

Bonnie Boretsky Canada Post Crown Corporation Calgary

Lianne Pepper Canada Post Crown Corporation Calgary

Jason Ashwin Stantec / PCL Construction Construction Calgary

Ann-Marie Latoski Vecova Organization Calgary

Natasha Doiron Bow Valley College College Calgary

Deborah Hurst Athabasca University University Athabasca

Stephen Sit Mount Royal University University Calgary

Lori Free Agrium Grain Calgary

Eleanor Marynuik FETCO / BCMEA Transportation Vancouver

Tara Whitney Enbridge LNG Calgary

Vineeta Maguire Encana LNG Calgary

Joely Sorenson Enmax Energy Calgary

Brittany Lema Ernst & Young Consulting Calgary

Todd Cooper Home Depot Retail Calgary

Denise Balaz Loblaws Retail Calgary

Peter Zissos Shell Canada Oil & Gas Calgary

Garth Johnson Meticulon Information Technology Calgary

Joy Hewitt Meticulon Information Technology Calgary

Michelle Watson Walmart Canada Retail Calgary

Angela Workman Stark RCMP Commissioners Office Crown Corporation Edmonton

Hilary Goldenberg

Retired, Formerly President of Thunder Bay 

Terminals a subsidiary of Russell Metals Toronto

Lorraine Card Alberta Motor Transportation Association Trucking Calgary

Lisa Ross AltaLink Energy Calgary

Kleo Landucci Ashcroft Terminals Inland Port Vancouver

Holly Cooper Aboriginal HR Council Organization Vancouver

Shelley Ralston Xerox Canada Retail Red Deer

Building Inclusive Workplaces - Steering Committee Matrix
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Appendix B: Steering Committee Members 

Name Title Organization 

Jan Taszlikowicz-Tunnell  

Account Manager, 

Commercial Financial 

Services Royal Bank of Canada 

Abigail (Abby) Thorsell 

Manager, Talent and 

Owner WestJet 

Ann-Marie Latoski 

Director of Social 

Enterprise Vecova 

Dr. Deborah Hurst 

Dean, Faculty of 

Business Athabasca University 

Stephen Sit Senior Lecturer Mount Royal University 

Eleanor Marynuik VP Human Resources 

BC Maritime Employers 

Association 

Garth Johnson Chief Executive Officer Meticulon 

Joy Hewitt 

Chief Employment 

Coach Meticulon 

Michelle Watson 

PDC/HVDC 

Transportation Manager Walmart Logistics 

Angela Workman-Stark Chief Superintendent  RCMP Commissioners Office 

Hilary Goldenberg 

Industry Executive & 

Leader 

Retired, Formerly President of 

Thunder Bay Terminals a 

subsidiary of Russell Metals 

Peter Zissos 

Shell Sulphur Solutions: 

Americas Shell Canada 

Kleo Landucci 

Vice President Projects & 

Development Ashcroft Terminal 

Kari Giddings 

Employee Relations 

Advisor Canadian Pacific Railway 

Bonnie Boretsky 

VP, General Counsel, 

Corporate Secretary and 

Compliance Canada Post 

Lianne Pepper 

GM Corporate Human 

Resources Canada Post 

Sandi Case VP Human Resources Port Metro Vancouver 

Brittany Lema Sr. Consultant Ernst & Young 

Shelley Ralston 

Director of Talent & 

Culture Xerox Canada 

Lori Free 

Manager Talent 

Attraction Agrium 

Mike Colborne President & CEO Pacific Western Transportation 

Lisa Hari Senior HR Advisor TransCanada Pipelines 
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Appendix C: Combined Workshops Attendee Demographics 
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Appendix D: Seating Charts - Calgary

Abby Thorsell Manager Talent and Owner WestJet Wayne Ormond Manager Talent Management and Diversity Husky Energy

Christine Jodoin People Relations Advisor WestJet Teresa Stevens Instructor/Facilitator Cdn Employment Skills (YWCA)

Christie Skowronek Customer Service Supervisor TransX Tanya Todd Senior Manager Supply Chain Inasports

Johnathon Red Gun Disability Employment Coordinator Community Futures Treaty Seven Raj Kular Front-line Recruiter WestJet

Joy Hewitt Chief Employment Coach Meticulon Lionel Laroche Diversity Consultant MCBSOL

Paul Marken Viable project Prospect Now Melanie Bonnar Supplier Diversity Specialist TransCanada Pipelines

William Merrill Logistics Analyst Triskele Logistics Ltd Mara Palisoc Associate Cinnzeo

Amy Wheatley People Relations Manager WestJet Judy Karasch Services Coordinator Vecova

Ifeoma Mbanugo Senior Auditor CP Paul Buckner Manager, Railway App Services CP

Victoria Lenon Employment Training Facilitator Centre for Newcomers Kerri Snatenchuk Director People & Culture ATB Financial

Michael Campbell

Services Coordinator - Community Support 

Services Dept Columbia College Cheryl Oishi Human Resources Director

Thomas Beddoes Area Coordinator H&R Transport Mandie McFarlane Supply Transportation Analyst Shell Canada Services

Daniel Pisterzi Viable project Prospect Now Taryn O'Neill Human Resources Coordinator Momentum

Peter Wallis President & CEO Van Horne Institute Juan Heredia Customer Service Bison Transport

Zohra Halani Team Lead, Diversity & Inclusion Husky Energy Narmaya Gurung Officer, HR Canada Post

Paul Wajda Managing Director, HR Planning & Dev. CP Kara Arkilander HR Administrator Bison Transport

Lynsey Frank Conoco Phillips Sherri Kellock Aboriginal Youth Outreach Worker City of Calgary Youth Employment Centre

Bryan McAleer Senior Human Resources Business Partner Walmart Logistics Diane Boettcher Manager of Inventory Planning & Control WestJet

Shella Phang Corporate Recruiter WestJet Anne-Marie Pham Manager Diversity & Employment Equity Spectra Energy

Agata Gawlikowska Officer, HR Canada Post Jan Taszlikowicz-Tunnel Account Manager, Commercial Financial Services RBC Royal Bank

Bryndis Whitson

Manager Strategic Relations and 

Membership Development Van Horne Institute Jim Brown President JRSB Logistics Ltd

Jenny Kelly Researcher Vecova Karen Baldwin Academic Chair SAIT

Kari Giddings Advisor, Employee Relations CP Perry Kocis Manager, Aboriginal Contracting TransCanada Pipelines

Nicole Jelley Executive Director Talent Pool Carrie Manitopyes Human Resources Manager Grey Eagle Casino

Richard Lutchman Corporate Recruiter WestJet Stephen Sit Senior Lecturer Mount Royal University

Denyse Mund Supply Transportation Analyst Shell Canada Services Erin Palashniuk Provincial Director, Employment Partnership Alberta Association for Community Living

Janice Larouque President Spirit Staffing and Consulting Inc Danielle Andrade SCI Logistics

Michelle Watson Manager Transportation Walmart Logistics Colin Horne HR Consultant

Ed Baklor VP Guest Services WestJet Cheryl Olenick Workforce Consultant Government of Alberta

Christine Yang Diversity Consultant MCBSOL Dazy Parmar SCI Logistics

Noella Wanotch Executive Assistant Sterling Western Star Trucks Brittany Bruce HR Coordinator Calgary Airport Authority

Meaghan Thompson Graduate Meticulon Lisa Hari HR Advisor Diversity and Inclusion TransCanada Pipelines

Farah Kanjee Human Resources Telus Brenda Morphew Corporate Recruiter Jazz Aviation

Leni Morrison CHRP Human Resources Plains Midstream Canada Tamara Banbury Western Canada Dock Coordinator H&R Transport

Linda Lucas President ELLE and Associates Joceli Cardozo Partner Crossbridge Consulting

Peter Quaiattini Data Analyst Canadian Pacific

Punam Dalal Project Coordinator Calgary Immigrant Women's Ass

Cindy Clark Owner Sterling Western Star Trucks

Rob St. Denis Youth Labour Market Consultant Community Futures Treaty Seven

Myra Souza HR Coordinator

Sarah Walker Director Procurement WestJet

Navjot Parhar Associate ScotiaBank

Table 6

Table 11

Table 2

Table 4

Table 1

Table 3

Table 5

Table 9

Table 10

Table 7

Table 8
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Edmonton Seating Chart 

 

  

Tania Gupta Officer Human Resources Canada Post

Beatrice Sloch Owner, Managing Partner Spirit Staffing and Consulting Inc

Lori Campbell Manager, Diversity Enbridge

Lori McArthur Policy Analyst, Strategic Initiatives Government of Alberta

Gene Syvenky Chief Exective Officer

Alberta Roadbuilders & Heave 

Construction Association

Conrad Clement People Manager Coronation McDonald's

Mary K Macdonald Manager of Day Services Winnifred Stewart Association

Linda Lucas President ELLE and Associates

Carol Lavallee Superintendent Resource Optimization, Production Control and ReportingCanada Post

Heather Stewart President BBE | Land, Air, Ice and Sea

Amanda Sanregret Senior Advisor Aboriginal Relations Transalta Corporation

Heather MacDonald Representative

Canadian National Institute for 

the Blind

Kendra Currie HR Manager Tracker Logistics

Kristin Mulligan Acting Manager, Collaborations and PartnershipsAthabasca University

Hitomi Suzuta Research Officer

Alberta Union of Provincial 

Employees (AUPE)

Corrie Banks President Triskele Logistics Ltd.

Gordon Mah General Manager, Corporate Human ResourcesCanada Post

Christina Forth-Matthews CEO AOG International

Catherine MacDonald Vice President, Shared Services Canadian Dewatering LP

Louise Frostad Director of Corporate Services Town of Stony Plain

Kerry Louw NorQuest

Cinnamon Stacey Senior Policy Analyst Government of Alberta

William Merrill Logistics Analyst Triskele Logistics Ltd.

Sandi Boyle Canadian Dewatering LP

Yuji Abe NorQuest

Anna-Maria LeMaistre Diversity Enbridge

Aaron Poirer Business Link

Zainub Siddiqui Human Resources Generalist

Alberta Hotel & Lodging 

Association

Connie Scott Manager, Agency Governance and Recruitment

Innovation and Advanced 

Education

Chris Tyrkalo Industry Partnership Coordinator, Aboriginal Initiatives

Aboriginal Relations, Government 

of Alberta

Table 2

Table 1

Table 3

Table 4



29 

 

Vancouver Seating Chart 

Annika Lofstrand Frame & Associates

Jennifer Podmore Russell Director Real Estate Deloitte

Marina Katusa Director of Corporate Development & StrategyGlobal Container Terminals

Mark Gruenheid Program Manager Abilities in Mind

Samantha Adams Seaspan, ULC

Shannon Hebert HR Manager Coastal Pacific Xpress

Lana Ho Senior Manager, HR Business Partner Rocky Mountaineer

Linda Lucas President ELLE and Associates

Carmen Turner Leader, Sustainability Teck Resources Limited

Helen Boyce Director Access Futures

Karen Koziki Senior Transportation Specialist Canexus Corporation

Louise Yako President & CEO BC Trucking Association

Maurice Earle Acting Officer Scheduling Canada Post

Tiffany Edwardsen Senior Event Manager Informa

Erez Harel Senior HR Business Partner CHC Helicopter

Mandy Chan Operations Community Facilitator Port Metro Vancouver

Kleo Landucci VP Projects and Development Ashcroft Terminal

Caron Zukowsky Manager Delivery Canada Post

Chris Miles Terminal Manager TransX Group of Companies

Heather McCain Citizens for Accessible Neighbourhoods

Kristin Barnes HR Manager CDS Group of Companies

Lori Lam

Shelley Seysener Victoria Shipyards

Jennifer Collins Summer Student Van Horne Institute

Dan Beer Canadian Material Handling & Distribution SocietyForklift Blackbelt Training Inc

Michele Sinclair Founder & CEO BrandNEW Careers

Sarah Gallagher Director Human Resources Vancouver Airport Authority

Sole Altamirano Office Human Resources Canada Post

Tina Gee Export Manager Canaan Group

Trevor Lesmeister Program Manager Abilities in Mind

Bryndis Whitson Manager Strategic Development & Member RelationsVan Horne Institute

Ana Lopez Vice-President, Human Resources TRANSLINK

James Lucas Bedard Resources

Katerina Anastasiadis Chair Women's Leadership Circle The Vancouver Board of Trade

Sacha Oddstad Return to Work Coordinator CP

Sonya Shahi CDS Group of Companies

Sandi Case VP Human Resources Port Metro Vancouver

Corrie Banks President Triskele Logistics Ltd

Table 2

Table 1

Table 3

Table 4
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Appendix E: Calgary Workshop Package Sent to Attendees 

 

       

Workplace Opportunities: Removing Barriers to Equity is a 

new Government of Canada Grant and Contribution Program 

designed to support employers subject to the Employment 

Equity Act in their efforts to improve low representation of 

designated groups through partnerships and industry-tailored 

strategies. 

Increasing diversity in Canada’s Supply Chain workforce 

leads to competitive advantage in the marketplace, and 

higher corporate performance and profitability.  Diversity 

improves short term business performance by reducing costs, 

resolving labour shortages, accessing new markets and 

improving performance in existing markets. Companies with 

a diverse workforce have been shown to be more adaptable, 

have greater innovation and increased customer relations.   

The Building Inclusive Workplaces project will work to identify 

key enablers and barriers to inclusive Supply Chain 

workplaces as they are experienced by four designated 

groups: women, people with disabilities, Aboriginal peoples 

and members of visible minority groups. 

The goals of the Building Inclusive Workplaces project are to:  

 

 Create an understanding and an awareness of the 

value in building inclusive workplaces which maximize 

Canada’s workforce and economic opportunities 

 

 Explore issues related to workplace equity from all 

four designated groups’ point of view 

 

 Identify barriers, solutions and best practices of 

inclusive workplaces by engaging community and 

stakeholder groups in Alberta and British Columbia 

 

 Build and enhance Canadian workplace diversity 

policies and practices through workshops and a Corporate Change Model so that workplaces may 

become more inclusive, equitable and diverse 

 

The Van Horne Institute is holding workshops in three locations.  Workshop attendees will provide 

insights and comments related to: 1) their understanding of the differences between inclusion, diversity 

and equity; 2) barriers and enablers to inclusion; and 3) inclusive workplaces best practices.  

Workshop Info 

 

April 29, 2015 

CALGARY 

WESTJET CAMPUS 

22 Aerial Place NE 

Calgary, AB, Canada 

T2E 3J1 

 

 

May 13, 2015 

EDMONTON 

ATHABASCA UNIVERSITY 

113220 St. Albert Trail 

Edmonton, Alberta 

T5L 4W1 
 

 

June 17, 2015 

VANCOUVER 

DENTON’S, LLP 

20TH Floor, 250 Howe St 

Vancouver, BC 

V6C 3R8 

 

Time: 8:00 am to 12:30 pm 

 

FOR FURTHER INFORMATION 

PLEASE CONTACT  

Corrie Banks, Project Manager 
cbanks@triskelelogisticsltd.com 

403.651.0938 

mailto:cbanks@triskelelogisticsltd.com
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Participants will represent all organization levels, industry, education, support organizations, and 

diversity groups. 

 

 

 Location access starts at 7:30 am.  Access to the building will not be available prior to 7:30 am. 

 We will be parking in the Orange lot (arms will be lifted) 

 Handicapped Parking is in the Visitor section – please advise if you require parking so that we 

can ensure that there are enough spaces blocked off. 

 Refreshments will be provided to attendees and will be comprised of a combination of coffee, 

tea, water, fruit, and pastries, cookies. 

 Once you enter the facility, please check in and get your access badge, name tag and table 

assignment. 

Map Directions to WestJet Campus 

 

 

 

 

Workshop Logistics 
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WestJet Campus Parking Lot Diagram – We are parking in the ORANGE lot 
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7:30 am Facility Open, Coffee and Refreshments 

8:00 am Van Horne Institute Introduction & Welcome Remarks – Peter Wallis 

8:05 am Why is Inclusion Important? – Joy Hewitt, Meticulon 

8:15 am Building Inclusive Workplaces Project – Corrie Banks 

8:25 am Workshop Agenda Review – Corrie Banks 

8:30 am Session: Creating Shared Understanding and Context 

Participants discuss the differences and meaning of inclusion, diversity, equity and 

equality.  How are these key areas represented in the workplace? Where have we been 

focused? What do we need to start to do to shift the paradigm and take inclusion to the 

next level? 

9:10 am Session: Barriers, Enablers and Solutions 

Participants discuss the barriers and enablers to inclusion and discuss the positive and 

negative outcomes.  Share experiences and discuss workplace issues and progress to 

resolving issues.  What solutions exist to improve inclusion? 

9:50 am Refreshment Break 

10:20 am Session: What Is An Inclusive Workplace? 

Participants discuss how to build or improve on an inclusive workplace.  What are the 

best practices to creating inclusive workplaces?  What is the culture like at an inclusive 

workplace? What specific actions are leaders taking at inclusive workplaces?  

11:00 am Session: Group Discussion 

Participants discuss the learnings, opportunities, challenges and solutions discussed.  

Answer online polling questions to provide anonymous statistics on opinions about 

inclusion. 

11:45 am Keynote Speaker – Inclusive Workplace Best Practices 

Tasha Giroux, Regional Vice President Commercial Services, RBC Royal Bank 

12:15 pm Thank you, wrap up, next steps 

 

  

Workshop Agenda 
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Joy Hewitt – Chief Employment Officer - Why is inclusion important? 

Joy Hewitt brings her vast experience in 

developmental and support services to her 

role at Meticulon. Her dedicated passion for 

supporting, motivating and advocating for 

others has been enhanced by her educational 

and professional background – assets that 

she’s excited to bring to the Chief 

Employment Coach position.  

Besides Joy’s education in psychology and counselling, she’s also an experienced Training 

Facilitator and Trainer Educator, whose goals go beyond just providing education as she 

believes in creating awareness to the community as a whole. She’s continuing to share her 

insight by working with a committee to develop a Job Coaching curriculum at the Canadian 

college level.  

Joy also has years of experience in the social service field where she was involved in outreach 

and support work, led support groups and provided supportive counselling for adults who had 

a range of developmental abilities or mental health concerns. Joy is inspired by Meticulon’s 

vision and feels it’s a great fit with her philosophy to focus on people’s abilities.  

Tasha Giroux – Regional Vice President, Commercial Financial Services 

What Is An Inclusive Workplace? 

 
As Regional Vice President for Commercial Financial Services in Alberta & 

Territories, Tasha leads a team of professionals providing multifaceted financial 

services and superior advice for commercial clients. 

Through diverse industry specialization, RBC’s commercial financial service professionals deliver a 

differentiated client experience. They provide a complete range of services to meet each client’s specific 

needs, from sophisticated cash and treasury management services, to all forms of credit solutions.  

Speaker Biographies 
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After 22 years with RBC, Tasha brings in-depth experience and understanding of financial services, 

business management and performance, and superior client service. She’s held a range of leadership roles, 

most recently as Regional Operating Officer for RBC’s Alberta and Territories market. Tasha was intricately 

involved in the development of the bank’s global diversity strategy and social media policy. She is currently 

co-leading a dynamic mentorship program for women in leadership in Alberta and the Territories.  

Tasha holds an MBA from Dalhousie University, a Certificate in Human Resources Management from 

University of Winnipeg and her Personal Financial Planner designation. She is an active community 

volunteer and has served on the Board of the YWCA of Calgary and the Alberta Advisory Committee for 

We Day. Outside of work, Tasha enjoys running and spending time with her husband and two children 

Zachary, 17 and Mackenzie, 13 

 

 

Pre-Reading 

 Canadian Supply Chain Sector Council – 2012 HR Study 

http://c366462.r62.cf0.rackcdn.com/CSCSC_HR_Study_Report_2012.pdf 

 Calgary Logistics Council – Accelerator Report 

http://www.calgarylogisticscouncil.org/documents/accelerator-project-materials 

 Ernst & Young – No More Excuses  

http://www.ey.com/Publication/vwLUAssets/NoMoreExcuses/$FILE/1196686NoMoreExcuses.pdf 

 HR Aboriginal Council – Business Case for Inclusion https://aboriginalhr.ca/en/about/business-case-

inclusion 

 Return on Disability – Sustainable Value Creation Through Disability 

http://returnondisability.com/wp- 

content/uploads/2012/09/The%20Global%20Economics%20of%20Disability%20-

%202013%20Annual%20Report.pdf 

 Hire Immigrants - The Benefits of Hiring Skilled Immigrants 

http://www.hireimmigrants.ca/resources-tools/videos/the-benefits-of-hiring-skilled-immigrants-

series/ 

 Government of Canada Labour Market Annual Report (2014) 

http://www.labour.gc.ca/eng/standards_equity/eq/pubs_eq/annual_reports/2014/index.shtml 

Implicit Association Test  

The Implicit Association Test (IAT) measures attitudes and beliefs that people may be unwilling or unable 

to report. The IAT may be especially interesting if it shows that you have an implicit attitude that you did 

not know about. For example, you may believe that women and men should be equally associated with 

science, but your automatic associations could show that you (like many others) associate men with science 

more than you associate women with scienceProject Implicit – Self Test 

https://implicit.harvard.edu/implicit/aboutus.html 

Pre-Workshop Activities 

 

http://c366462.r62.cf0.rackcdn.com/CSCSC_HR_Study_Report_2012.pdf
http://www.calgarylogisticscouncil.org/documents/accelerator-project-materials
http://www.ey.com/Publication/vwLUAssets/NoMoreExcuses/$FILE/1196686NoMoreExcuses.pdf
https://aboriginalhr.ca/en/about/business-case-inclusion
https://aboriginalhr.ca/en/about/business-case-inclusion
http://returnondisability.com/wp-%20content/uploads/2012/09/The%20Global%20Economics%20of%20Disability%20-%202013%20Annual%20Report.pdf
http://returnondisability.com/wp-%20content/uploads/2012/09/The%20Global%20Economics%20of%20Disability%20-%202013%20Annual%20Report.pdf
http://returnondisability.com/wp-%20content/uploads/2012/09/The%20Global%20Economics%20of%20Disability%20-%202013%20Annual%20Report.pdf
http://www.hireimmigrants.ca/resources-tools/videos/the-benefits-of-hiring-skilled-immigrants-series/
http://www.hireimmigrants.ca/resources-tools/videos/the-benefits-of-hiring-skilled-immigrants-series/
http://www.labour.gc.ca/eng/standards_equity/eq/pubs_eq/annual_reports/2014/index.shtml
https://implicit.harvard.edu/implicit/aboutus.html
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1. Only one person speaks at a time and ‘air time’ will be equally shared. 

2. Participants will come with different experiences, knowledge and backgrounds so mutual 

respect will be afforded to all who take the time to come. 

3. The Workshop timelines are ambitious and there is much to do.  Adherence to the Workshop 

agenda and timelines will be appreciated. 

4. Participants will be engaged and present with their digital devices used away from the meeting 

and at Workshop break times only.  

5. The BIW Workshop is a unique opportunity to learn, share and discuss issues of common 

interest. 

6. The BIW is about driving change, so we acknowledge that the status quo is not an option.  
 

 

 

 

We will be using Online Polling software from Poll Everywhere to anonymously capture information 

related to the four workshop segments at the end of the workshop. This data will be used to provide insight 

into personal experiences during the workshop.  In addition the statistics will be included in the final report 

to the Government of Canada. 

To participate in the online polling you will need the ability to use text messaging on your mobile device. 

 

 

 

  

Workshop Guiding Principles 

Online Polling 
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SESSION ONE – Creating Shared Understanding & Context 

 

Diversity  

In broad terms, diversity is any dimension that can 

be used to differentiate groups and people from 

one another.  It means respect for and appreciation 

of differences in ethnicity, gender, age, national 

origin, disability, sexual orientation, education and 

religion. 

 

Inclusion 

Inclusion is a state of being valued, respected and 

supported.  It’s about focusing on the needs of 

every individual and ensuring the right conditions 

are in place for each person to achieve his or her 

full potential.  

Inclusion should be reflected in an organization’s   

culture, practices and relationships that are in place 

to support a diverse workforce.13   

In simple terms, diversity is the mix; inclusion is getting the 

mix to work well together14. 
Equity 

As defined in Canadian law by the Employment 

Equity Act, requires employers to engage in 

proactive employment practices to increase the 

representation of four designated groups: women, 

persons with disabilities, Aboriginal persons, and 

visible minorities. The Act states that "employment 

equity means more than treating persons the same 

way but also requires special measures and the 

accommodation of differences."   

Equity refers to fairness which may require 

different treatment or special measures, for some 

persons or groups.15 

Equality 

Every individual is equal before and under the law 

and has the right to the equal protection and equal 

benefit of the law without discrimination and, in 

particular, without discrimination based on race, 

national or ethnic origin, colour, religion, gender, 

sexual preference, age or mental or physical 

disability. 

Equality refers to the same treatment in dealings, 

quantities or values.16 

 

                                                      
13 http://www.rbc.com/diversity/what-is-diversity.html 
14 “Diversity is the mix. Inclusion is getting the mix to work well together.”  Andres Tapia, “The Inclusion Paradox”,  2009 
15 http://en.wikipedia.org/wiki/Employment_equity_(Canada) 
16 Compiled from Section 15 of the Canadian Human Rights Charter at http://www.pch.gc.ca/eng/1355929397607/1355929510108 

Workshop Context Material 

http://en.wikipedia.org/wiki/Visible_minorities
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Key Questions 

1. What do these terms mean to us? 

2. How do these terms get represented in our behaviour and approach to workplaces? 

3. How are these terms relevant to the workplace? 

4. How are these terms similar, yet different? 

5. How are these terms represented in corporate culture? 

6. How can organizational progress be measured? 

 

SESSION TWO - Barriers, Enablers and Solutions 

 

Barrier 

A circumstance or obstacle that keeps people or 

things apart or prevents communication or 

progress to creating an inclusive workplace. 

An example of a barrier would be working hours - 

Monday to Friday from 9:00 am to 5:00 pm for a 

parent whose daycare closes at 5:00 pm. 

Enabler 

A person or thing that makes something possible. 

In this instance an enabler creates or improves an 

inclusive workplace. 

An example of an enabler would be flexible 

working hours – Monday to Friday starting 

between 7:30 am and 9:00 am and ending between 

3:30 pm and 5:00 pm. 

 

Key Questions 

1. What are barriers to inclusive workplaces? 

a. Examples of barriers and challenges 

2. What are enablers to inclusive workplaces? 

a. Examples of enablers and success stories 

 

SESSION THREE – What is an Inclusive Workplace 

 

Equity & Human Rights Commission Guidance On Inclusion17 

In an inclusive workplace: 

 There is a welcoming workplace culture where everyone is treated with respect and dignity and 

everyone feels valued.  

                                                      
17http://www.equalityhumanrights.com/sites/default/files/documents/publications/an_employer_s_guide_to_creating_an_inclusive_workplace.pdf 
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 Policies are in place concerning equality and human rights, working conditions, dignity at work, 

employee welfare and fair recruitment and procurement practices. 

 Members of staff at all levels are aware of the inclusive values of the organisation and are actively 

consulted and involved in policy development. 

 The workforce is representative of the local community or customers (or if not, under-represented 

groups are encouraged to apply). 

 All employees are encouraged to develop and progress, and any barriers faced by specific groups 

are identified and action taken to address them. 

 Unnecessary hierarchies and occupational segregation, where groups of employees are congregated 

into certain areas, are discouraged. 

 The organisation is aware of any potential tensions within the workplace, and takes action to 

anticipate and address them. 

 Inclusive strategies are fully supported and promoted by senior staff. 

RBC ROYAL BANK18 

Recipient of 2015 Canada’s Best Diversity Employer Award 

Dave McKay, President and CEO, RBC Royal Bank Message: 

“Diversity and growth are not just integrated, but inseparable.   Diversity puts more possibilities into 

play, and inclusion – going beyond prevailing, predominant or traditional perspectives – makes tapping 

into those possibilities more likely”. 

Diversity Matters Because: 

1. It’s About All of Us and Connecting to Our Markets 

2. It’s Good Business 

3. It’s About Inclusion and Respect 

4. It’s the Right Thing To Do 

RBC’s Diversity Model 

                                                      
18 http://www.rbc.com/diversity/ 
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Key Questions 

1. What is an inclusive workplace culture like? 

2. What specific actions does an inclusive workplace take? 

3. What are the benefits? 

4. What happens when workplaces are not inclusive? 

5. What happens when workplaces are inclusive? 
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Appendix F: Workshop Results Detail 

Calgary Workshop Results – April 29, 2015 

The Calgary workshop was held on April 29, 2015 at the WestJet campus with a total of 66 attendees and 11 

facilitators. The key note speakers included Joy Hewitt, Chief Employment Officer at Meticulon, and Tasha 

Giroux, Regional Vice President, Commercial Financial Services at RBC Royal Bank.  

Assuming that the attendees completed their pre-reading and all of them stayed for the entire workshop, 

the donations in-kind made by the Calgary Workshop attendees totalled $49,500.00. 

 

 

Date Activity

Number of 

Attendees

Duration 

(hours)

Hourly 

Rate Total

Wednesday, April 29, 2015 Workshop Pre-Reading 66 2 100.00$ 13,200.00$    

Wednesday, April 29, 2015 Transportation to & from Workshop 66 1 100.00$ 6,600.00$      

Wednesday, April 29, 2015 Workshop Attendance 66 4.5 100.00$ 29,700.00$    

49,500.00$    

Calgary Workshop Attendee In-Kind Donation Summary

TOTAL

Attendee Breakdown by Industry 
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CALGARY ONLINE POLLING RESULTS 

During the discussion portion of the Calgary Workshop we asked the following questions: 

Session 1 – DIFFERENCES 

1. What does your organization measure? (Please select the primary focus) 

a. Equality 

b. Employment Equity 

c. Inclusion 

d. Diversity 

e. None of the above 
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Session 2 – BARRIERS & ENABLERS 

1. The biggest barrier to inclusion is: 

a. Unconscious Bias 

b. Organizational Structure 

c. Management Behaviour 

d. Societal and cultural norms 

e. Other 
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2. The biggest enabler for inclusion is: 

a. Management Behaviour 

b. Organizational Focus on Inclusion 

c. Societal and cultural norms 

d. Mentoring 

e. Other 
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Session 3 – WHAT IS AN INCLUSIVE WORKPLACE? 

1. What is the most important activity of an inclusive workplace? 

a. Executive behaviour and communication 

b. Managers who behave inclusively 

c. Human resources departments that focus on equity 

d. Employees championing their personal requirements 
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Session 4 – WRAP UP, NEXT STEPS 

1. When you leave here you will advocate change in your workplace by: 

a. Behaving inclusively 

b. Identifying your personal bias’ and working to change them 

c. Advocating for change to corporate policies 

d. Mentoring and guiding others about inclusive action 
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Edmonton Workshop Results – May 13, 2015 

The Edmonton workshop took place on May 13th 2015 at the Athabasca University Campus. A total of 26 

attendees and 4 facilitators attended the workshop. 

Keynote speakers included Dr. Deborah Hurst, Dean, Athabasca University and Angela Workman-Stark, 

Chief Superintendent, Royal Canadian Mounted Police (RCMP). 

Assuming that the attendees completed their pre-reading and all of them stayed for the entire workshop, 

the donations in-kind made by the Edmonton Workshop attendees totalled $19,500.00. 

 

 

Date Activity

Number of 

Attendees

Duration 

(hours)

Hourly 

Rate Total

Wedesday, May 13, 2015 Workshop Pre-Reading 26 2 100.00$ 5,200.00$      

Wedesday, May 13, 2015 Transportation to & from Workshop 26 1 100.00$ 2,600.00$      

Wedesday, May 13, 2015 Workshop Attendance 26 4.5 100.00$ 11,700.00$    

19,500.00$    

Edmonton Workshop Attendee In-Kind Donation Summary

TOTAL

Attendee Breakdown by Industry 
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EDMONTON ONLINE POLLING RESULTS 

For the Edmonton workshop we revised the questions to capture more information on the barriers and 

biases to inclusion.  

1. Can you list three words that describe your organization’s behaviours that relate to inclusion and 

diversity? 
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2. Have you personally experienced some form of workplace barrier?  
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3. I think the biggest barrier to inclusion in my workplace is: 

a. Unconscious bias 

b. Organizational Structure 

c. Management behaviour 

d. Societal and Cultural norms 

e. Lack of knowledge about differences 

f. Other (list) 
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4. What types of organizational behaviour would be represented in an unconscious bias (list three) 
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5. Can you give up to three examples of workplace programs or activities which have created a more 

inclusive or diverse work environment?  
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6. What are three the significant behaviours of an inclusive manager?   
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7. Attending this workshop has influenced me to do the following: 

a. Behave more inclusively 

b. Indentify my personal biases and work to change them 

c. Advocate for change to corporate policies 

d. Mentor and guide others about inclusive action 

e. Become more informed about differences in my workplace 

f. Do Nothing 
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Vancouver Workshop Results – June 17, 2015 

The Vancouver workshop held at the Denton’s LLP office had 35 attendees and 5 facilitators.  Our speakers 

were Ellie Maryniuk, VP Human Resources at BCMEA and Shelley Ralston, Director of Talent & Culture at 

Xerox. 

Assuming that the attendees completed their pre-reading and all of them stayed for the entire workshop, 

the donations in-kind made by the Edmonton Workshop attendees totalled $24,000.00. 

 

 

Date Activity

Number of 

Attendees

Duration 

(hours)

Hourly 

Rate Total

Wednesday, June 17, 2015 Workshop Pre-Reading 32 2 100.00$ 6,400.00$      

Wednesday, June 17, 2015 Transportation to & from Workshop 32 1 100.00$ 3,200.00$      

Wednesday, June 17, 2015 Workshop Attendance 32 4.5 100.00$ 14,400.00$    

24,000.00$    

Vancouver Workshop Attendee In-Kind Donation Summary

TOTAL

Attendee Breakdown by Industry 
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VANCOUVER ONLINE POLLING RESULTS 

1. Can you list three words that describe your organization’s behaviours that relate to inclusion and 

diversity? 

 
2. Have you personally experienced some form of workplace barrier?  
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3. I think the biggest barrier to inclusion in my workplace is: 

a. Unconscious bias 

b. Organizational Structure 

c. Management behaviour 

d. Societal and Cultural norms 

e. Lack of knowledge about differences 

f. Other (list) 
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4. What types of organizational behaviour would be represented in an unconscious bias (list three) 

 
5. Can you give up to three examples of workplace programs or activities which have created a more 

inclusive or diverse work environment?  

 
  



59 

 

6. What are the three significant behaviours of an inclusive manager?   

 
7. Attending this workshop has influenced me to do the following: 

a. Behave more inclusively 

b. Identify my personal biases and work to change them 

c. Advocate for change to corporate policies 

d. Mentor and guide others about inclusive action 

e. Become more informed about differences in my workplace 

f. Do Nothing 
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Appendix G: Workshop Online Polling Summary Results 

Upon completion of the workshops, we summarized the polling data to find differences in attitudes 

towards inclusion across geographic regions. After the results from the Calgary Workshop we changed the 

online polling questions for Edmonton & Vancouver to capture more information on behaviour.   

In Edmonton and Vancouver some of the words used to describe organizational behaviour that relate 

inclusion and diversity were: 

Respect Collaborative  Open  Flexible Accessible Awareness 

Sincere    Evolving  Education Committed Determined 

In both locations a significant number of attendees have personally experienced some sort of workplace 

bias: 

 

  

61%

95%

0

39%

5%

0

EDMONTON

VANCOUVER

CALGARY

Have you Personally experienced some form of workplace 
barrier?

Yes No
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At all locations the biggest barrier to workplace inclusion was unconscious bias. 

 

Types of organizational behaviour that is represented in unconscious bias would be: 

Discrimination Gender Roles & Perceptions Stereotyping Age-ism Lack of Awareness 

Inappropriate or Offensive Jokes Nepotism Imbalanced Pay Scales Language Gaps 

Exclusion “Old Boys Club” 

 

Examples of workplace programs or activities which have created a more inclusive or diverse work 

environment: 

Employee Resource Groups  Open Communication Change Management   

Diversity Committee   Flexibility Aboriginal Awareness Informational Interviews 

Sending people to an inclusion workshop Code of ethics and conduct Education / Training 

 

Three behaviours of an inclusive manager are: 

Active Listener Understanding Aware of biases Approachable   

Good Communicator  Open  Honest  Flexible Sensitive Listens 

42%

11%

16%

21%

11%

54%

4%

33%

0%
8%

64%

5%

19%

10%

2%

UNCONCIOUS BIAS ORGANIZATIONAL STRUCTURE MANAGEMENT BEHAVIOUR SOCIETAL AND CULTURAL 
NORMS

LACK OF KNOWLEDGE ABOUT 
DIFFERENCES

I think the biggest barrier to inclusion in my workplace is:

Edmonton Vancouver Calgary
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Self-Aware Trustworthy  Leads by Example Walks the walk 

And finally at all three workshops, the majority of attendees felt that they would leave the workshop and 

mentor and guide others about inclusive action, and many would advocate for change to corporate policies. 

 

 

  

9%

13%

35% 35%

4% 4%

15%

22% 22%

33%

9%

0%

9%

13%

21%

57%

0% 0%

BEHAVE MORE INCLUSIVELY IDENTIFY MY PERSONAL 
BIASES AND WORK TO 

CHANGE THEM

ADVOCATE FOR CHANGE TO 
CORPORATE POLICIES

MENTOR AND GUIDE OTHERS 
ABOUT INCLUSIVE ACTION

BECOME MORE INFORMED 
ABOUT DIFFERENCES IN MY 

WORKPLACE

DO NOTHING

Attending this workshop has influenced me to do the following:

Edmonton Vancouver Calgary
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Appendix H: Survey Results 

Q1. Please select the industry you currently work in: 
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Q2. Is your company regulated and governed by the Employment Equity Act? 

 

Q3. Which of these demographic descriptors would describe you? 
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Q4. At what level in your organization are you employed? 

 

Q5. Where do you currently work? 
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Q6. Did you attend one of the Building Inclusive Workplaces Workshops? 

 

 

Q7. If yes, which location did you attend? 
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Q8. Your thoughts about Inclusion & Diversity 

 

 

Q9. Please list three words that would describe your organization’s behaviours that 

relate to inclusion and diversity. 

Standard, Common, Open 

Fair, Flexible, Transparent 

Committed, Considerate, but Entry-level 

ambivalent.  We agree diversity is important but not actively creating strategy (sorry - more 

than 3 words:)) 

vibrant, passionate, relentless 

opportunity, creativity 

accessible, barrier free, responsive 

low-key, regulations, compliance 

Equal opportunity, Humanity Above Else, Inclusive 
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Open, accepting, willing 

Embrace, Inclusive, Open 

fairness, flexible, multi-cultural 

open, tolerant, compliant 

fair, respect, opportunities 

work in progress 

Multi culture environment, flexibility, Equality 

Committed, Leadership, Respectful 

Improving, concerned and involved 

Mostly Caucasian women in the leadership roles 

employ Aboriginal, Multicultural employees, 50% are women 

flexibility, tolerance, respect 

Aware/promote cultures 

White, Male, VIP 

evolving, improving and required 

Respect, Flexible, Equity 

Multicultural, International, balanced M/F 

Care,  Matching, open 

Innovative, Responsible 

Responsible, Flexible, Respectful 

Tokenism, Timid, Ambiguous 

Aware, motivated, learning 

Learning, instinctive, changing 

proactive, engaging, communication 

respect  multi-cultural  equity 
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Multi-cultural, women, disability 

Old Boys Club, Women in Leadership Roles 

Can do better 

Participation, Advocacy, Support 

compatible , adjustable , accommodates diversity 

respect and appreciation toward diversity, continue learn and implement intercultural praxis 

Respect, Informal 

Proactive, compassionate, financial 

Respectful, Caring, Open minded - non judgmental 

Integrity to treat everyone with respect and fairness . Modeled at every level of the 

organization . Acknowledge that as human being we do discriminate and can be racist - 

moving the acknowledgment to action 

Equal opportunity, meritocracy, neutral 

Antiquated, "Old boys club", Non-progressive 

Lots of talk, little action 

Some of the above are not applicable to an association that represents underrepresented 

groups. 

Understanding, Flexible, Adaptable 

Strongly commitment to inclusion 

Partially inclusive - Caucasian Women in leadership, frontline roles are occupied by visible 

minority are highly educated - lots of PhDs and Masters level trained employees 

Equality, (Creating) Awareness, Diversity 

Respect, openness, developing 

Starting, Communications, Alignment 

Initiatives, programs, research 

Integrity, responsibility and teamwork 
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Learning, Adapting, Progression 

old-boy's club, antiquated, un-progressive 

Uncommunicated. Unpoliced. Unenforced. 

respectful, priority, flexible 

in-progress, awareness, adapting 

Ambitious, Conscientious, Inventive 

Respectful, Open, Non-judgemental 

Collaborative, Respectful, Understanding 

Respectful, Diverse, Unbiased 

forward thinking, innovative, strategic 

respect, inclusive, valued 

Active, improving, engaged 

Compliance, Expectations, Consequence 

Flexible, considerate, accommodating 

 

Q10. Is there one thing you would like to see your organization change in order for it to 

be inclusive or even more inclusive? 

Stop secretly judging people's willingness to do physical labour as part of an office job. 

We have implemented a diversity policy and are about to launch diversity training company-

wide.  This will hopefully start to influence more inclusive behaviours and practices from our 

employees.  

Consider flexible job options - part time and job sharing.   

Grow to a bigger size so we can hire more and more diverse employees 

We are non profit so resources to accommodate are always a challenge. 

Provide skills and training to managers and supervisors on intercultural awareness and 

communication, particularly related to performance management. 
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Not yet 

No. 

cultural sewnsitivity 

Treat there Manager the same as they do the union members 

flexible job hours for new moms 

More training needs to be provided to the people leaders 

More management opportunities for Aboriginal persons within the organization   

Females at a more senior level/ Or traditionally female roles valued as much as traditional 

male roles 

First be concerned about diversity, conduct a survey on diversity issues, train staff on 

diversity issues 

- give more opportunities to women/mature workers  

I think we are on right track 

Opening extra positions - even to take on smaller, less important tasks on a daily basis 

Have extra money to advertise and promote Aboriginal people in the work force. 

More women in Supply Chain and leadership roles outside of HR and Call-centers. training 

for male leaders on optimizing female employees strengths instead of viewing them as 

weaknesses. An understanding that a woman's "No" is just as nonnegotiable as our male 

counterparts. Learning to trust the female leadership's decisions as equally as their male 

counterparts  

retention  

No 

Making this subject a point of discussion 

Perhaps more women in technician roles 

- Implement Diversity &Inclusion Scorecard across departmental divisions 

Yes my (very large) Corporation needs to invest in an HR department. This important 

responsibility has been moved to our finance department which has no human resources 

interest, training or background. 
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Create a purposeful set of actions tied to strategy to improve representation across all 

dimensions of diversity. 

Being understanding and respectful of all employees. 

I am an adjunct professor at an university. There is still a lack of awareness of the cultural 

norms of the students amongst some faculty members. 

e.g. I have seen a professor with his feet on the desk while talking to a student of middle-east 

background. Showing the bottom of the shoes to someone from a middle-east culture in 

extremely disrespectful. 

Job sharing, flex hours 

Create a workforce inclusion plan to guide HR policies and procedures to ensure proper 

attraction and retention strategies are put in place and followed. 

As I have a sole practitioner consulting practice, several of these questions do not apply 

create a model of education and practice about Diversity and Inclusion,  

provide sustainable funding for implementing and developing programs related to Diversity 

and Inclusion 

engage staff and clients in different learning opportunities,  

ongoing support, advocacy and innovative approaches  

Change efforts to make this workplace more inclusive would be active, sincere modeled 

behavioural acts across management to engage employees directly on a broader basis, not just 

those who have been here long-term.  It is evolving from a tight-knit small company to a 

larger company where networks have to evolve and processes need to be 

developed/implemented.  The default is to stay to within the core of original employees.  This 

needs to change. 

Apprenticeship or intern programs. 

better ways to track to see if we reflect the community we serve 

A fully paid position to connect to isolated diverse immigrant women 

I'd like to hire more qualified people 

Hire more women managers 

position description requirements (undergrads, etc.) do not represent position duties or 

requirements. 

Not my association but private sector companies understanding of the economic benefit that 
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inclusion delivers to the bottom line. 

nothing comes to mind 

Allow for visible minority to apply for management roles and be given equal opportunity in 

the screening process. Train leaders and HR how to engage cultural diversity, recognize and 

encourage skills and experiences of visible minorities 

Incorporate into the policy and procedures documents 

Some practices in areas that are not as visible are still not there when it comes to the diversity 

message of the Company. 

communication 

None 

I would like to see the company track measures of Diversity and Inclusion, I believe that 

would motivate many of the executive team members to champion change within our 

organization. 

Minorities and people of diversity with management 

Articulate specific inclusion policies and follow through with them. 

equal pay 

No 

No 

Not really - they are pretty good in many departments. 

no 

more management involvement 

Awareness of skills of available people in designated groups by recruiters and managers 

Have more employees 

an increase in time flexibility 

xxxx 
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Q11. Can you give examples of workplace programs or activities which have created a 

more inclusive or diverse work environment? 

We had a return to work department. 

Aboriginal Awareness Training 

Respectful Workplaces Training 

Cultural Awareness Training (specific to other cultures that we do business with) 

Increased communications to all employees about holidays and cultural events at our company locations. 

Communications to all employees congratulating employees who receive citizenship 

(Canadian/American). 

Part time permanent positions for defined periods of time; job shadowing and mentoring; professional 

development planning and funding (talk to people about their goals and plan for development to help 

people grow in their responsibility).   

Work Experience Programs 

Special or targeted programs with preparation 

Employing and serving people of all faith, culture, orientation, gender and ages 

A team of multicultural support staff to provide services for students from a minority ethnic background 

There is an office (department) for Diversity and Human Rights 

Training called "Safe Space" 

There is a website called positive space, I am adding the webpage so you can see all the events and 

initiatives 

There is a website called positive space, I am adding the webpage so you can see all the events and 

initiatives: http://www.mtroyal.ca/positivespace/ 

There is a faculty committee related to diversity 

Flexible work schedules 

Intercultural diversity education 

Inclusive workplace for persons with developmental disabilities 

We hire exchange students from all over the globe 
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Pride float involvement 

None 

We work in partnership with several first nation bands across western Canada 

Our employees including leaders are from South America, India and other parts of the world 

Using females specifically in our job opportunity advertising 

Through our practice Aboriginal people have equal opportunities and easier access to positions in 

Corporate Calgary 

Groups 

No 

Everyone is accountable 

Continuous Improvement 

Teamwork - we rely on each other to be successful, always looking for the third alternative 

Supplier Diversity Program 

Employee Resource Groups 

Employee Resource Groups 

Shared internal social site 

Lunch and learns about various topics in Diversity and Inclusion 

Potlucks with all employees.  Being proud of how many languages and nationalities the company 

represents 

Include all employees and solicit feedback (perhaps anonymously) in person or via email/mail 

1. Internship programs for persons with disabilities, Aboriginal people and youth 

2. Diversity training sessions for front line staff, supervisors and managers 

3. Inclusive language in job ads 

4. Hiring staff who are Aboriginal, youth, mature workers, persons with disabilities, people from visible 

minority communities 

None 
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Accommodate diversity by adding more team building activities through different cultures 

We have so many...please check CCIS website or contact directly to me. I am Diversity Services 

Coordinator 

A communication program was rolled out - not because of inclusion but because effective communication 

was identified in surveys as being a gap.  The benefit of the program (manager coaching, employee 

workshops, and targeted employee meetings) is that it has raised the game on awareness and capability 

associated to recognizing where people are coming from and how to work with people with diverse 

approaches/needs/perspectives. 

There are annual employee surveys where the results are analyzed and from which direct actions stem to 

sustain and improve the engagement of the employee teams. 

Having diversity training 

HR people have a conversation with an interviewee rather that treating the individual as a fourth grader 

doing an oral response to questions asked.  Giving employees the gold treatment - they ae a valuable 

resource. 

Flexibility/ use of technology to work from home when employees need to care for a sick child/ elderly in 

the family. As long as the employee meets the dead line it should not matter where or what time they 

work to complete the tasks .( this is specific in cases where this is doable of course ) 

I think in our company it's about leading by example - you can't legislate people's attitudes, but leaders 

can demonstrate the behaviours they want to see emulated in the workplace 

No 

Recruiting, onboarding, mentoring, learning and development programs all influence directly a 

company's perception regarding its Diversity and Inclusion practices. If they are not aligned with the 

stated corporate values and objectives, no activity will deliver the desired result. 

None 

We present Lunch and Learns on Autism 101 & employ people with Autism 

International day, hiring graduates from our ESL programs to work at the college, developed integrated 

training programs within the college. 

Not sure 

Flexibility 

Aboriginal awareness and local hiring in communities where we work. Apprentice programs. 
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We hold regular BBQ's during the summer, I believe more events like this one would help create a more 

inclusive workforce. 

Zero 

Flex Time 

Employee Resource groups. (5) 

Aboriginal Employment Strategy 

Gender diversity strategy 

Panel discussions 

Dedicated diversity recruiters 

Diversity & Inclusion Advisor 

Christmas family hamper project 

3 day Aboriginal Camps 

Aboriginal Awareness Training 

Respectful workplace and harassment online training 

In my new capacity of hiring on new employees I have begun working with a government program that 

helps people with disabilities get jobs. It's a new working relationship but I have hired one new employee 

from their program and so far it is working well 

Within our organization we run the Rotary Employment Partnership where we support employers to hire 

individuals with intellectual disabilities in their workplace 

The ability to work from home, to ability to work at one's own pace, the ability to use one's own initiative 

to create projects, an understanding that we need as much representation of our population as possible 

Flexible work hours for working mothers 

Flexible hours for those with medical needs and appointments 

Hired a pregnant manager knowing that she would be going away on maternity leave 

Not really 

Accountability for inclusive behaviours or non-inclusive behaviours 
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Abilities at work 

Diversity week 

Potlucks 

Work experience programs 

Professional relations with First Nations 

Employee Resource Groups, Lunch 'n learns, employment equity plans, flexible work hours, maternity 

leave, paternity leave, part-time work 

 

Q12. To take inclusion in the workplace to the next level we need to: 
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Q13. The process of becoming an inclusive workplace has been described as a 

journey.  What do you think it will take for your organization to move to the next level 

in its own ‘Building Inclusive Workplaces’ journey? 

Break the glass ceiling at the Executive level. 

I believe we are well on our way. We are launching diversity training, which will address not 

only cultural diversity but gender, sexual orientation, religion, etc... We need this training to 

reach individuals at a visceral level so they can all do some self-reflection. Diversity and 

Inclusion needs to be driven and supported at the Corporate level, but the action takes place 

at the employee level.  

Understanding of the barriers that currently exist.  If you are not a member of demographic 

that requires higher levels of inclusion and diversity, the barriers are not obvious.  Be open to 

hearing where we are missing the mark.   

Our business is closely tied to the price of raw materials like oil and gold. When their prices 

go up, our business goes up and we will be able to get to the next step. 

People taking the perceived risk to make it a priority 

- Keep working at recruitment and retention of diverse workforce  

More people with disabilities applying. 

Assurances to hiring managers that the specific disabilities will not interfere with work 

progress. 

Mandatory orientation/training on the topic. Positive reinforcement 

increased training and education of supervisors, development opportunities for those in 

underrepresented groups 

commitment from senior management 

With the major changes this company is going through right now and the tasking on all of the 

employees at every level of our company I feel we will not be able to move forward until all 

the major changes are implemented. As everyone is so over whelmed with the changes to 

there personal life do to the cchanges in the way we do business that this will be to much at 

this time . 

More advocacy within the organization for change. More women in leadership. 

Educating people 
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Better planning and communication between HR and hiring managers 

That the Government of Alberta encourages not-for -profits funded by them to display a 

higher level of diversity 

it needs to start with the higher management level to understand and respect the diversity, 

once they do it, they   can pass it down.   

let our employees lead such discussions. Not a believer of the fact that the government can 

help. 

Need one or two positions currently involved in onboarding to create a way to monitor 

minorities in the workplace and evaluate where more minorities can be added to the 

organization 

Corporate Calgary to include all departments not just HR. 

An acknowledgement that there is an inclusion problem  

Making the effort to understand the benefits and the social need for it. 

Not sure 

Placing people in non-traditional roles and support them.  

Corporate H-O would need to make inclusivity a policy and make each office accountable - 

otherwise my colleagues will never make it a priority.    

Better understanding of the benefits of an inclusive workplace and a commitment at the 

senior level to acknowledging things aren't always 'best person for the job, gets the job'. 

We need to embody the learnings from Building Inclusive Workplaces and acknowledge 

went we are not being as inclusive as we might have thought. 

Engagement of all employees starting both from 1) the top as well as 2) changing thought 

processes and culture. Don't ask why, ask why not   

At present the majority of the senior faculty and administration are traditional white persons. 

Promotion of visible minorities based on merit is necessary. 

I do not advocate U.S. style :Affirmative Action", but equal opportunity is still lacking in this 

institution. 

To remove the thinking of some individuals that women do not belong in the workplace at all 

and that we are definitely capable and even valuable.  Many already buy into the concept, but 

still some that do not. 

Be more flexible in work arrangements.  Families are still traditionally managed by the 
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women and sometimes the working woman needs to make decisions that favour the family 

and that is frowned upon by the employer, regardless of how hard working or competent 

that woman is. 

Commitment from senior leadership to provide support and direction to Corporate HR as 

well as supervisors and managers throughout the organization 

see #10 

N/A 

Keep going and learning not just on individual and organizational level but in broader 

community, engage other community members in this process. 

Moving from a performance output culture, to a performance input culture.  More work can 

and needs to be done on helping improve the processes and input qualities of people's work 

efforts. 

While inclusion is a priority in the business environment today that inclusion cannot come at 

a cost to the company. If the inclusion is to be successful the program must fund itself 

through increased revenues or ROI. 

Awareness, training, making it a priority, measuring progress, 

For all organization there needs to be a will to make it happen  in our case we are a diverse 

inclusive organization ( but please remember we are also a very small organization ) We have 

advocated for these issues for the last 29 years 

Not sure 

Being taken to court 

Some champions! 

A truly diverse and inclusive workplace requires a strong focus on Competencies to eliminate 

biases throughout the recruitment and retention journey. Unless those practices are vetted via 

a competency framework, good intentions will fall by the wayside regardless of funding 

levels. 

They are working toward it. 

Start with the leaders taking ownership and encouraging it through their HR programs 

Educating more businesses and stronger policies on employing people with disabilities/from 

diverse groups. 
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Acceptance for the top down. We need to adopt policy and incorporate it into the fabric of 

our work culture. 

Creating easier and most cost-effective ways to employe people where English is not their 

first language or to provide English language training in a practical manner. 

acknowledgement and alleviation. 

Getting minorities and diversity into management 

Buy-in from the senior management level. 

Continued leadership training and development. Understanding how our unconscious Biases 

effect our business decisions. 

having a bigger awareness of our own bias and perceptions about just how inclusive and 

diverse we are. More organizational leadership from the top down. 

N/A 

Ensuring that potential workers are aware that we are an inclusive organization 

Gaining awareness of the different situations and scenarios, so that we know how to deal 

when that situation arises 

Perhaps diversify in all departments.  There are still a couple of areas that a very male 

dominated but that may not be the fault of the company - just that females are not applying 

for those positions. 

More education and more opportunities to work with different people 

Not sure everyone will provide so much written comments. 

money and engagement 

Meet operational requirements and investor expectations so there can be more proactive 

focus on obtaining benefits of diversity. Maslow's hierarchy. 

Need more employees and business growth (team of 2 people), be aware of our personal 

biases and communicate effectively. 

A consultation on the specific culture that has developed within our institution is the first 

step. Acknowledging what is working and more importantly what is not. 
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Q14. Is there anything else you might like to share with us related to the issue of 

Workplace Inclusion and Diversity? 

No. 

Have you considered including "immigrants" in the list of demographic descriptors? While 

many immigrants are visible minority and many visible minority people are immigrants, the 

two categories do not fully overlap. White male immigrants can run into difficulties as well. 

I am very interested in having more information on the progress of the corporate sector in 

becoming an inclusive workplace and how is it comparing with the non-profit sector 

I think it is a must!!! We still have a way to go in our higher ranking positions as they do lack 

women.  It is still clearly a man's world  

No 

It has been a hard way for the minorities to get through the system and get some respect that 

means, we need to get more education and work harder in order to be recognize.    

Coming from an Aboriginal perspective, it is now time to act not talk the talk without the 

walk.  I have been working within the Aboriginal community for 25 years -  

No 

Canada needs to pay more attention to Supplier Diversity (Supply Chain diversity) in 

addition to workplace Diversity and Inclusion. We tend to focus solely on workplace 

(employee diversity), which of course is good, but we should also be responsible for taking 

efforts towards building healthy/ diverse/ inclusive Supply Chains as well.  

I have learned quite a lot from this experience and it has brought new insights into my 

understanding of inclusion.  And helped me challenge my own views. 

I worked with the transportation industry for a long time. This is a male dominant industry. 

It may not be possible to have equal gender participation due to the physical demand and the 

time constraint (e.g. long shift hours) in this industry.  

Van Horne should not work in isolation but should engage other organizations that are doing 

similar work. In Calgary this would include Prospect Human Services Society and the Talent 

Pool among others.  

N/A 

Great initiative. Looking to see positive movements 
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It is interesting to me that we have an active community relations team focused on working 

with external community stakeholders (i.e. we construct and operate outdoors in 

environmentally sensitive areas and through communities), but we don't take the same 

efforts/observations/tactics on our internal culture.  There is an opportunity to bridge 

inclusion activities/strategies that we apply externally (with great success) internally. 

See above comment. 

No one should be made to feel less worth just because they racially and ethnically different! 

I believe that big corporations need to take a page out of Mom and Pop stores as these are the 

places that are truly embracing diversity. 

Once we acknowledge our biases- how do we then aim to reduce them? It’s an innate 

response in most cases. 

Workplace Inclusion and Diversity is something that enhances the workplace and build a 

better culture within an organization if done correctly. 

People with disabilities desperately want to work, to be given a chance, to earn their own 

money. They want to be judged by merit not other people's perspectives of what they can or 

cannot do. It is vital for people to be aware of their own limited knowledge of life for other 

groups (First Nations, PWD, LGBTTA, etc.), so that they can learn with the potential 

candidate instead of going into an interview with assumptions already in the bag. 

I think it is very important as diversity provides organizations with a broader scope of 

everything. In an ideal world, this would not be necessary but there are organizations out 

there that do not promote this and consequently, they do not encourage or hire a diverse 

workforce. 

no thanks. 

its not an ask its a do!!! 

There is a need To include Han rights and employment equity in high school curricul and 

immigrant education 

Every person has experienced exclusion in some form.  Inclusion is about accepting what we 

do not know and working to improve our level of understanding of another persons rights, 

needs and experiences. 
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Appendix I: Corporate Change Model 

 

 

 

 

 

 

 

 

 
 

 

A Corporate Change Model 
 

 

 

 

 

 

 

 

 

 

 

Created by: The Van Horne Institute, September 2015  
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Building Inclusive Workplaces’ Corporate Change Model 

 

STEP 0:  UNDERSTAND WHERE YOU ARE IN YOUR INCLUSION JOURNEY 

 

Before beginning an inclusive workplaces journey, it is necessary to reflect and understand an organization’s 

current state.  Questions may be posed such as: ‘What should we Start Doing?  Stop Doing? Continue Doing?  

What are the challenges that we are facing that create a crisis or call to action?’ 

 

1. Are we currently experiencing difficulties with employee retention and employee turnover? 

2. Does our workforce reflect the demographic of our community? 

3. How embedded is inclusion in our culture? 

4. Are we concerned with a negative public perception of our company as a result of our workforce? 

5. Has our organization been identified in a Human Rights Complaint? 

6. Are our labour workforce statistics in alignment with the labour market availability for designated 

groups? 

7. Are we having challenges with employee engagement and morale?  

8. Do our employees feel respected by their manager? 

9. Do our people feel included and appreciated?  

10. Are we spending a lot of time dealing with internal politics and human resources issues? 

11. Is our corporate profitability where we want it to be? 

 

KEY ACTIVITIES 

1. Select an inclusion assessment tool 

2. Interview key stakeholders and members of your diversity community to gather information and feedback 

3. Document their responses and evaluate the organizations current level of inclusion 

4. Communicate report to key stakeholders 

 

  RESOURCES 

 National Association of Colleges and Employers - https://www.naceweb.org/knowledge/diversity-

inclusion-self-assessment.pdf 

 Hubbard & Hubbard Inc - http://www.hubbardnhubbardinc.com/diversity_scorecard.htm 

 Aboriginal HR Council - https://aboriginalhr.ca/en/products/item/advisory-services-process 

 United Kingdom - Employers Guide to Creating an Inclusive Workplace - 

http://www.equalityhumanrights.com/sites/default/files/documents/publications/an_employer_s_guide_t

o_creating_an_inclusive_workplace.pdf 

 RBC Royal Bank – Diversity - http://www.rbc.com/diversity/ 

https://www.naceweb.org/knowledge/diversity-inclusion-self-assessment.pdf
https://www.naceweb.org/knowledge/diversity-inclusion-self-assessment.pdf
http://www.hubbardnhubbardinc.com/diversity_scorecard.htm
https://aboriginalhr.ca/en/products/item/advisory-services-process
http://www.equalityhumanrights.com/sites/default/files/documents/publications/an_employer_s_guide_to_creating_an_inclusive_workplace.pdf
http://www.equalityhumanrights.com/sites/default/files/documents/publications/an_employer_s_guide_to_creating_an_inclusive_workplace.pdf
http://www.rbc.com/diversity/
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STEP 1: CREATE A CALL TO ACTION – Increase the urgency 

 

Inclusion has a bottom line impact to the profitability of your organization.  Inclusive workplaces respect 

individual needs and accommodate those needs while ensuring that everyone is treated fairly and equitably.  An 

inclusive workplace attracts a diverse labour workforce thereby improving its innovation and collaboration.  A 

study by Deloitte in 2013 found that organizations higher in Diversity and Inclusion perform better in customer 

service, innovation and team collaboration.19 Inclusive workplaces attract and retain their workforce for longer 

periods reducing hiring and recruitment costs.  As an example, Walgreens USA successfully implemented a 

disability inclusion strategy in one of their Distribution Centres.  As a result, employee turnover was reduced to 

15% (compared to 55% at their other Distribution Centres)20. 

KEY ACTIVITIES 

1. From the executive leadership ensure that communication is issued supporting the project. 

2. Educate your team regarding the Supply Chain sector labour workforce crisis and the impact to your 

organization of not taking action 

3. Use the facts and data collected during the assessment phase to demonstrate that change is necessary 

4. Develop messages for different levels of the organization that outline “what’s in it for me” for each 

stakeholder group.  

5. Develop and implement a Communication Plan, actively communicating to key stakeholders 

 

 

 

 

 

 

 

 

 

 

 

  

                                                      
19 http://www2.deloitte.com/content/dam/Deloitte/au/Documents/human-capital/deloitte-au-hc-diversity-inclusion-

soup-0513.pdf 
20 http://www2.deloitte.com/au/en/pages/human-capital/articles/gaining-competitive-advantage-disability-

inclusion.html 

RESOURCES 

 Van Horne Institute – Women In Supply Chain – www.womeninsupplychain.org 
 Van Horne Institute – Building Inclusive Workplaces – www.buildinginclusiveworkplaces.com 
 Ernst & Young – No More Excuses -  

http://www.ey.com/Publication/vwLUAssets/NoMoreExcuses/$FILE/1196686NoMoreExcuses.pdf 
 HR Aboriginal Council – Business Case for Inclusion - https://aboriginalhr.ca/en/about/business-case-

inclusion 
 Return on Disability – Sustainable Value Creation Through Disability - http://returnondisability.com/wp- 

content/uploads/2012/09/The%20Global%20Economics%20of%20Disability%20-
%202013%20Annual%20Report.pdf 

 Hire Immigrants - The Benefits of Hiring Skilled Immigrants - http://www.hireimmigrants.ca/resources-
tools/videos/the-benefits-of-hiring-skilled-immigrants-series/ 

 Government of Canada Labour Market Annual Report (2014) -  

http://www.labour.gc.ca/eng/standards_equity/eq/pubs_eq/annual_reports/2014/index.shtml 

 Trevor Wilson – The Human Equity Advantage - http://ca.wiley.com/WileyCDA/WileyTitle/productCd-

1118458400.html 

http://www.womeninsupplychain.org/
http://www.buildinginclusiveworkplaces.com/
http://www.ey.com/Publication/vwLUAssets/NoMoreExcuses/$FILE/1196686NoMoreExcuses.pdf
https://aboriginalhr.ca/en/about/business-case-inclusion
https://aboriginalhr.ca/en/about/business-case-inclusion
http://returnondisability.com/wp-%20content/uploads/2012/09/The%20Global%20Economics%20of%20Disability%20-%202013%20Annual%20Report.pdf
http://returnondisability.com/wp-%20content/uploads/2012/09/The%20Global%20Economics%20of%20Disability%20-%202013%20Annual%20Report.pdf
http://returnondisability.com/wp-%20content/uploads/2012/09/The%20Global%20Economics%20of%20Disability%20-%202013%20Annual%20Report.pdf
http://www.hireimmigrants.ca/resources-tools/videos/the-benefits-of-hiring-skilled-immigrants-series/
http://www.hireimmigrants.ca/resources-tools/videos/the-benefits-of-hiring-skilled-immigrants-series/
http://www.labour.gc.ca/eng/standards_equity/eq/pubs_eq/annual_reports/2014/index.shtml
http://ca.wiley.com/WileyCDA/WileyTitle/productCd-1118458400.html
http://ca.wiley.com/WileyCDA/WileyTitle/productCd-1118458400.html
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STEP 2: BUILD A GUIDING TEAM 

Real collaboration is about stepping outside of traditional institutional structures to focus on results. According 

to John Kotter, there is an 81% correlation between collaboration and innovation.21 Creating a sense of urgency 

brings the right people together.  The right people are the influencers, not necessarily the senior decision 

makers.  Aligning people around a single idea inspires them to do things that move ideas forward.  Put 

differently, creating a sense of urgency creates emotion which then in turn activates a commitment to change. 

 

KEY ACTIVITIES 

1. Ensure corporate leaders are communicating their support for the diversity leader or leadership team. 

2. Create a diverse team of stakeholders that are passionate about inclusion.  These stakeholders include 

(but are not limited to): 

a. People within your organization with influence. 

b. Persons from the underrepresented groups; 

i. Women 

ii. Members of Visible Minority Communities 

iii. Persons with Disabilities 

iv. Aboriginal Persons 

c. Companies outside your organization who may be further along their inclusion journey (e.g. 

WestJet, RBC, RCMP, Xerox). 

d. HR Experts on Equity and Diversity. 

3. Consider the following questions about your proposed coalition: 
a. Do we have people with strong positional power, broad expertise and high credibility? 
b. Do we have people with leadership skills? 
c. Is there broad based representation of our corporate culture or customer base? 
d. Is the size and composition of the guiding team commensurate with the issue/opportunity? 

4. Elements of a Diversity & Inclusion Framework include: 
 Informed and committed leadership 
 Comprehensive scope of goals and activities 
 Integration of objectives within business plans throughout the organization 
 Dedicated resources 
 Focused education and training opportunities 
 Policy review and development 
 Shared responsibility and individual accountability, and 
 Measurement and evaluation 

5. Confront issues like cultural and personal bias, accommodation, and affirmative action, respecting and 

celebrating differences that are traditionally avoided.  

6. Foster an environment of open, honest communication and behaviour.  Speak the unspeakable and 

connect with the feelings of others. 

7. Gather information without fear of reprisal. Share the information with the key influencers. 

8. Create real collaboration by stepping outside of traditional institutional structures and focus on results. 

 

 

 

                                                      
21 http://www.kotterinternational.com/ebook/Kotter-8-steps-ebook.pdf 
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STEP 3: FORM A STRATEGIC VISION AND INITIATIVES – Get the Vision 

Right 

A drive for change without a clear focus will rapidly fizzle out unless you develop a clear vision of the future that 

is accompanied with a clear description about how things will be different in the future. The vision needs to be 

defined in such a way that it is capable of expression in a short “vision speech” that conveys the heart of the 

change in less than 5 minutes.  This then needs to be encapsulated in a powerful one or two sentence summary.  

All members of the coalition need to be fluent in both of these vision statements.  You need to work with the 

coalition to develop the strategies that will deliver the vision. 

KEY ACTIVITIES 

1. Corporate leaders are supporting and assisting in the development and communication of the vision. 

2. Develop a short summary that captures the vision. Ensure your change coalition can describe the vision in 

less than 5 minutes. 

3. Determine the values that relate to inclusion that are central for change. 

4. Create a Diversity and Inclusion strategy that shows how you will achieve the vision. 

5. Develop step-by-step plans to carry out the strategy. 

6. Build budgets that support the work and the achievement of the plans. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

RESOURCES 

 Implicit Association Test (IAT) - Project Implicit – Self Test - 
https://implicit.harvard.edu/implicit/aboutus.html 

 Influencers The Power to Change Anything - http://sourcesofinsight.com/influencer-the-power-to-change-
anything/ 

 John Kotter – Creating a Guiding Coalition - https://vimeo.com/19996508 

RESOURCES 

 Creating a Great Vision – John Kotter - http://www.forbes.com/sites/johnkotter/2011/06/07/how-to-
create-a-powerful-vision-for-change/ 

 Creating your Diversity and Inclusion Framework - 
http://www.edmonton.ca/city_government/documents/Final_Diversity__Inclusion_Framework__Implement
ation_Plan.pdf 

 Diversity and Inclusion Vision, Mission – Northrop Grumman - 
http://www.northropgrumman.com/CorporateResponsibility/Diversity/Pages/DiversityVisionAndMission.
aspx 

 PepsiCo – Creating Sustainable Talent through Diversity - http://www.pepsico.com/Purpose/Talent-

Sustainability/Diversity-and-Inclusion 

https://implicit.harvard.edu/implicit/aboutus.html
http://sourcesofinsight.com/influencer-the-power-to-change-anything/
http://sourcesofinsight.com/influencer-the-power-to-change-anything/
https://vimeo.com/19996508
http://www.forbes.com/sites/johnkotter/2011/06/07/how-to-create-a-powerful-vision-for-change/
http://www.forbes.com/sites/johnkotter/2011/06/07/how-to-create-a-powerful-vision-for-change/
http://www.edmonton.ca/city_government/documents/Final_Diversity__Inclusion_Framework__Implementation_Plan.pdf
http://www.edmonton.ca/city_government/documents/Final_Diversity__Inclusion_Framework__Implementation_Plan.pdf
http://www.northropgrumman.com/CorporateResponsibility/Diversity/Pages/DiversityVisionAndMission.aspx
http://www.northropgrumman.com/CorporateResponsibility/Diversity/Pages/DiversityVisionAndMission.aspx
http://www.pepsico.com/Purpose/Talent-Sustainability/Diversity-and-Inclusion
http://www.pepsico.com/Purpose/Talent-Sustainability/Diversity-and-Inclusion
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STEP 4: COMMUNICATE FOR BUY-IN – Enlist a Volunteer Army 

Large scale change can only occur when very significant numbers of employees amass under a common 

opportunity and drive in the same direction.  Organizations with a high number of actively engaged employees 

have an average of 147% higher earnings per share than the norm.22  Using Step-4, create an environment 

where open dialogue is encouraged and expected. 

KEY ACTIVITIES 

1. Corporate leaders are visibly supporting the army, are engaged and accountable to the feedback they receive.  

2. Create employee resource groups (ERG’s) that address people’s concerns openly and honestly. 

3. Begin conversations with key stakeholder groups and create a dialogue - not a one way communication. 

4. Lead by example verbally and physically (walk the walk, talk the talk). 

5. Address the emotions that people are experiencing – acknowledge that their feelings are valid and work with 

them to design solutions that support inclusion change. 

6. Develop a communication matrix and communicate with different stakeholder groups in different ways. 

Email, phone, in-person, corporate bulletin, employee intranet, workshops, etc. 

7. Use metaphors, examples and stories which connect with people on an emotional level about inclusion. 

8. Shut out those that are resistant to change (openly or covertly).  Letting them “inside the tent” will allow 

them to undermine the change. 

9. Get as many people on-side as possible and ensure that information is relevant. 

10. Allow for and encourage questions. 

 

 

 

 

 

 

 

 

 

 

 

  

                                                      
22 http://www.kotterinternational.com/ebook/Kotter-8-steps-ebook.pdf 

RESOURCES 

 John Kotter – The importance of getting buy-in - https://www.youtube.com/watch?v=_yBIgvHtb58 
 LinkedIn – Change Management Process - https://www.linkedin.com/pulse/change-management-process-

step-4-enlisting-volunteer-army-von-ahn 
 American Express – 9 ways to get others to buy-in on change - 

https://www.americanexpress.com/us/small-business/openforum/articles/9-ways-to-get-others-to-buy-

in-on-change/ 

 HR Zone – 8 Personalities - http://www.hrzone.com/lead/change/the-eight-personalities-involved-in-

change-management-programmes 

https://www.youtube.com/watch?v=_yBIgvHtb58
https://www.linkedin.com/pulse/change-management-process-step-4-enlisting-volunteer-army-von-ahn
https://www.linkedin.com/pulse/change-management-process-step-4-enlisting-volunteer-army-von-ahn
https://www.americanexpress.com/us/small-business/openforum/articles/9-ways-to-get-others-to-buy-in-on-change/
https://www.americanexpress.com/us/small-business/openforum/articles/9-ways-to-get-others-to-buy-in-on-change/
http://www.hrzone.com/lead/change/the-eight-personalities-involved-in-change-management-programmes
http://www.hrzone.com/lead/change/the-eight-personalities-involved-in-change-management-programmes
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STEP 5: EMPOWER ACTION – Enable Action by Removing Barriers 

 

By removing barriers such as inefficient processes or hierarchies, leaders provide the freedom necessary for 

employees to work across boundaries and create real impact.  Using the information gathered in the open 

dialogue in Step-4, create a plan that is designed to eliminate barriers and resistant to change.  “Innovation is 

less about generating brand-new ideas and more about knocking down barriers to making those ideas a reality.” 

– John Kotter.   

KEY ACTIVITIES 

1. Corporate leaders talk about the plan and why it’s important, and what they expect. 

2. Use the volunteer army and process from Step-4, to identify the most prevalent corporate barriers to 

inclusion within your organization. 

3. Develop and execute training programs which may focus on: 

a. Aboriginal awareness  

b. Respectful workplaces 

c. Cultural awareness 

d. Duty to Accommodate 

e. Safe Space 

4. Develop action plans to specifically address barriers to inclusion: 

a. Recruitment program review 

b. Create employee resource groups 

c. Communication Plans 

d. Flexible work schedules and programs 

e. Understand the consequences of not acting inclusively 

5. Develop corporate guidelines, policies, and procedures that endorse and support inclusion change. 

6. Identify the change leaders whose main role will be to communicate the change in approach. 

7. Identify those resistant to change, develop strategies to educate, inform, influence and persuade them to 

change. 

8. Create accountability through open feedback and dialogue on what is working and what is not 

9. Tell stories about the difference that inclusion has made to the organization’s profitability, culture, 

employees, families, and children. 

 

 

 

 

 

  

RESOURCES 

 John Kotter – Dealing with Change Resistance - https://www.youtube.com/watch?v=Wdroj6F3VlQ 
 Van Horne Institute – Building Inclusive Workplaces – www.buildinginclusiveworkplaces.com 
 RBC Royal Bank – Diversity - http://www.rbc.com/diversity/ 

https://www.youtube.com/watch?v=Wdroj6F3VlQ
http://www.buildinginclusiveworkplaces.com/
http://www.rbc.com/diversity/


92 

 

STEP 6: GENERATE SHORT-TERM WINS 

Large scale organizational change needs momentum, a sense of achievement, and optimism.  It is essential that 

results are achieved quickly so that people are motivated to continue changing and improving.  Recognize the 

progress.  Changing corporate culture and creating inclusive behaviour is a long term strategy.   Success will be 

achieved over a period of years, not weeks, months or days. “It takes about six years of hard work to become an 

overnight success” – Seth Godin, Founder of both Yoyodyne and Squidoo.     

KEY ACTIVITIES 

1. Corporate leaders talk about the stories of people who have been helped by the changes. 

2. Highlight examples of situations and reactions that have changed.   

3. Hold community potlucks, panel discussions, and Town Halls to celebrate progress. 

4. Recognize and promote individuals who are acting inclusively. 

5. Identify examples of inclusion initiatives in your organization that were successful and part of a sustained 

effort.  

6. Communicate and celebrate successes, and reward the team for their efforts and progress. 

7. Quantify external improvements from improved brand value and customer perception. 

8. Quantify internal benefits such as employee turnover and engagement 

 

 

 

 

 

 

 

 

 

 

  

RESOURCES 

 John Kotter – Celebrating Short Term Wins - https://vimeo.com/33717492 
 Forbes Magazine – Convert the skeptics - 

http://www.forbes.com/sites/johnkotter/2011/10/25/celebrating-short-term-wins/ 
 Sustainable Performance – Why Short Term Wins are Important - http://www.sustainable-

performance.org/pmbic6-short-term-wins/ 

https://vimeo.com/33717492
http://www.forbes.com/sites/johnkotter/2011/10/25/celebrating-short-term-wins/
http://www.sustainable-performance.org/pmbic6-short-term-wins/
http://www.sustainable-performance.org/pmbic6-short-term-wins/
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STEP 7: SUSTAIN ACCELERATION – Don’t Let Up 

 
Change leaders must adapt quickly in order to maintain speed and momentum. Whether it's a new way of 

finding talent or removing misaligned processes, leaders must determine what can be done — every day — to 

stay the course towards the vision.  Agile firms see a 37% increase in revenue when they employ leaders who 

strategically adapt to any situation.  It is critical to balance change management with change leadership 

(activities and tasks versus inspiration and emotion).   

KEY ACTIVITIES 

1. Corporate leaders continue to integrate changes into the organization and pushing for additional focus and 

improvement. 

2. Identify and create opportunities for people to lead change by example. 

3. Don’t let up or allow the organization to be sidetracked. 

4. Confront bureaucratic and political behaviours. 

5. Assign resources to manage day to day activities while change leaders are leading change. 

6. Continuously add and update action plans with new strategies, goals and objectives. 

 

 

 

 

 

  

RESOURCES 

 LinkedIn – Change Management Process - https://www.linkedin.com/pulse/change-management-process-
step-7-sustain-acceleration-thomas-von-ahn 

 Trailblazers: How Top Business Leaders are Accelerating Results through Inclusion and Diversity - 

http://ca.wiley.com/WileyCDA/WileyTitle/productCd-0470593474.html 

https://www.linkedin.com/pulse/change-management-process-step-7-sustain-acceleration-thomas-von-ahn
https://www.linkedin.com/pulse/change-management-process-step-7-sustain-acceleration-thomas-von-ahn
http://ca.wiley.com/WileyCDA/WileyTitle/productCd-0470593474.html
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STEP 8: INSTITUTE CHANGE – Make Change Stick 

 

In a change effort, culture comes last, not first.  Change has to be embedded within the very culture of the 

organization if it is to stick.  Continuous improvement and focus on continuous change is required to move 

forward.  As you reach Step 8, prepare yourself to review and assess your organization again, moving back to 

Step 0.  Assess how inclusive your organization is and ask yourself what should you Start Doing?  Stop Doing? 

Continue Doing?  What are the challenges that you are facing that create a crisis or call to action to start 

changing? 

 

1. Are we currently experiencing difficulties with employee retention and employee turnover? 

2. Does our workforce reflect the demographic of our community? 

3. How embedded is inclusion in our culture? 

4. Are we concerned with a negative public perception of our company as a result of our workforce? 

5. Has our organization been identified in a Human Rights Complaint? 

6. Are our labour workforce statistics in alignment with the labour market availability for designated 

groups? 

7. Are we having challenges with employee engagement and morale?  

8. Do our employees feel respected by their manager? 

9. Do our people feel included and appreciated?  

10. Are we spending a lot of time dealing with internal politics and human resources issues? 

11. Is our corporate profitability where we want it to be? 

 

KEY ACTIVITIES 

1. What does the organization look like now?  Ask yourself the same questions in Step 0, and continue to build 

on your plan. 

2. Where do we want to be?  What are the gaps between today and tomorrow and how to we continue to 

improve our inclusion. 

3. Achieve tangible results quickly. 

4. Tie results to new behaviours; show people what the organization really cares about. 

5. Reinforce the new culture through training, coaching and telling vivid stories. 

6. Give people who act according to the new norms influential and visible positions. 

7. Do not stop or give up until you get the needed behaviour and results. 

RESOURCES 

 Making Change Stick - https://hbr.org/product/make-it-stick-embedding-change-in-organizational-
culture/7539BC-PDF-ENG 

 Aspire Collaborative Services - 6 Steps to Embedding Organizational Culture - 
http://smartblogs.com/leadership/2012/09/19/6-steps-embedding-organizational-culture/ 

 Edgar H. Schein – Organizational Culture Leadership - http://www.amazon.com/Organizational-Culture-
Leadership-Edgar-Schein/dp/0470190604 

https://hbr.org/product/make-it-stick-embedding-change-in-organizational-culture/7539BC-PDF-ENG
https://hbr.org/product/make-it-stick-embedding-change-in-organizational-culture/7539BC-PDF-ENG
http://smartblogs.com/leadership/2012/09/19/6-steps-embedding-organizational-culture/
http://www.amazon.com/Organizational-Culture-Leadership-Edgar-Schein/dp/0470190604
http://www.amazon.com/Organizational-Culture-Leadership-Edgar-Schein/dp/0470190604
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Building Inclusive Workplaces: A Corporate Change Model Framework 

 

STEP 0:  UNDERSTAND WHERE YOU ARE IN YOUR INCLUSION JOURNEY 

STRATEGY OBJECTIVE KEY ACTIVITIES PERSON RESPONSIBLE DUE DATE STATUS 

Understand your current level of 

inclusion and diversity in order 

to create a compelling story and 

vision that takes you to the end 

state. 

Through assessment tools and 

conversations evaluate what 

key issues you are experiencing 

and what you want to change. 

1.   

2.   

3.   

4.   

5.   

6.   

7.   

8.   

9.   

10.   

11.   

12.   

13.   

14.   

15.   

16.   

 

 

 

 

 

 

 

 

 

 

 

 

 

R = Responsible 

A = Accountable 

C = Consult 

I = Inform 
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STEP 1: CREATE A CALL TO ACTION – Increase the Urgency 

STRATEGY OBJECTIVE KEY ACTIVITIES PERSON RESPONSIBLE DUE DATE STATUS 

Engage the hearts and minds 

of the workplace.  The 

labour workforce crisis 

within the Supply Chain 

sector is creating an urgent 

need to change from the 

status quo.  

Create a compelling 

communication designed to 

engage the hearts and minds 

of the leadership team. 

1.   

2.   

3.   

4.   

5.   

6.   

7.   

8.   

9.   

10.   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

R = Responsible 

A = Accountable 

C = Consult 

I = Inform 
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STEP 2: BUILD A GUIDING TEAM 

STRATEGY OBJECTIVE KEY ACTIVITIES PERSON RESPONSIBLE DUE DATE STATUS 

Identify the influencers in your 
organization who care deeply 
about inclusion.   
 
Create an environment that 
fosters honesty and trust.   
 
 

Create a diverse coalition or 

team, including status, 

expertise, political 

importance and designated 

groups that can influence 

and lead change. 

1.   

2.   

3.   

4.   

5.    

6.   

7.   

8.   

9.   

10.   

11.   

12.   

13.   

14.   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

R = Responsible 

A = Accountable 

C = Consult 

I = Inform 
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STEP 3: FORM A STRATEGIC VISION AND INITIATIVES – Get the Vision Right 

STRATEGY OBJECTIVE KEY ACTIVITIES PERSON RESPONSIBLE DUE DATE STATUS 

Create a vision that makes the 

desired end state probable and 

possible. 

Prepare a vision and initiatives 

that can take you to an end 

state. 

1.   

2.   

3.   

4.   

5.   

6.   

7.   

8.   

9.   

10.   

11.   

12.   

13.   

14.   

15.   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

R = Responsible 

A = Accountable 

C = Consult 

I = Inform 
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STEP 4: COMMUNICATE FOR BUY-IN – Enlist a Volunteer Army 

STRATEGY OBJECTIVE KEY ACTIVITIES PERSON RESPONSIBLE DUE DATE STATUS 

Encourage and invite employees 

to help your organization 

implement its strategies.  

Communicate for buy-in, create 

an emotional response.  Show 

people a truth that influences 

their feelings. 

1.   

2.   

3.   

4.   

5.   

6.   

7.   

8.   

9.   

10.   

11.   

12.   

13.   

14.   

15.   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

R = Responsible 

A = Accountable 

C = Consult 

I = Inform 
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STEP 5: EMPOWER ACTION – Enable Action by Removing Barriers 

STRATEGY OBJECTIVE KEY ACTIVITIES PERSON RESPONSIBLE DUE DATE STATUS 

Build optimism and self-

confidence using inspirational 

stories from the workforce. 

Empower the team to advocate 

and make change.  Show people 

why change is needed. 

Recognize and reward 

achievement. 

1.   

2.   

3.   

4.   

5.   

6.   

7.   

8.   

9.   

10.   

11.   

12.   

13.   

14.   

15.   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

R = Responsible 

A = Accountable 

C = Consult 

I = Inform 
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STEP 6: GENERATE SHORT-TERM WINS 

STRATEGY OBJECTIVE KEY ACTIVITIES PERSON RESPONSIBLE DUE DATE STATUS 

Create a sense of achievement 

and progress by celebrating 

short-term wins. 

Motivate the team through 

recognition of the activities 

and movement toward 

sustainable change. 

1.   

2.   

3.   

4.   

5.   

6.   

7.   

8.   

9.   

10.   

11.   

12.   

13.   

14.   

15.   

16.   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

R = Responsible 

A = Accountable 

C = Consult 

I = Inform 
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STEP 7: SUSTAIN ACCELERATION – Don’t Let Up 

STRATEGY OBJECTIVE KEY ACTIVITIES PERSON RESPONSIBLE DUE DATE STATUS 

Build forward momentum and 

sustain change acceleration by 

balancing activities with 

inspiration. 

Create iterative change cycles 

designed to continuously move 

toward the desired vision. 

Implement wave after wave of 

change. 

1.   

2.   

3.   

4.   

5.   

6.   

7.   

8.   

9.   

10.   

11.   

12.   

13.   

14.    

15.   

16.   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

R = Responsible 

A = Accountable 

C = Consult 

I = Inform 
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STEP 8: INSTITUTE CHANGE – Make Change Stick 

STRATEGY OBJECTIVE KEY ACTIVITIES PERSON RESPONSIBLE DUE DATE STATUS 

Embed change into the culture 

of the organization.  Create 

acceptance that movement 

forward means that the 

journey is continuous and 

evolutionary. 

Develop new ways of working 

consistently over a period of 

time. 

1.   

2.   

3.   

4.   

5.   

6.   

7.   

8.    

9.   

10.   

11.   

12.   

13.   

14.   

15.   

16.   

17.   

 

 

 

 

 

 

 

 

 

 

 

R = Responsible 

A = Accountable 

C = Consult 

I = Inform 
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Appendix J: Building Inclusive Workplaces Communication Messages Plan 

Stakeholder Group Key Messages (Examples) Communication 

Media (How) 

Who 

Communicates 

When 

Executive Management 

Team 

Inclusion matters, but it’s not just an 

employment equity statistic or “the right thing 

to do”.  Inclusion is a means to generating higher 

profit margins, increasing organizational 

sustainability and maximizing the efficiency of 

Canada’s talent pool. 

Not only does inclusion improve the corporate 

culture and take our human consciousness to a 

higher level, organizations with inclusive 

cultures do better on several scores than those 

that aren’t inclusive - with 39% higher customer 

satisfaction, 22% greater productivity and 27% 

higher profitability.   

 

Verbally in executive 

meetings 

Verbally in 

conversations 

Verbally in town 

halls with employees 

One to one 

conversations with 

managers and peers 

In the kitchen at the 

water cooler, over 

beer, etc 

Via email 

Corporate Intranet 

Employee Equity 

Plan 

Setting business 

objectives and 

performance 

Executive 

Leader 

At the start 

of the change 

process 
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objectives 

Key Performance 

Indicators 

On-boarding process 

Training & Education 

Programs 

Senior, Mid & Front Line 

Management Team 

See Executive Management Team 

What the consequences are of not following 

the new expectations 

Targets and measurements are set and will be 

included in performance management 

Verbally in executive 

meetings 

Verbally in 

conversations 

Verbally in town 

halls with employees 

One to one 

conversations with 

managers and peers 

In the kitchen at the 

water cooler, over 

beer, etc 

Via email 

Corporate Intranet 

Employee Equity 

Plan 

 At the start 

and at 

weekly, bi-

weekly and 

monthly 

meetings 
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Setting business 

objectives and 

performance 

objectives 

Key Performance 

Indicators 

On-boarding process 

Training & Education 

Programs 

Training & Education 

Programs 

Employees Why the company feels that Inclusion is 

important 

Stories on how inclusion has helped other 

people feel welcome and respected 

What the consequences are of not being 

inclusive 

Learnings and opportunities  

Successes and quick wins of action taken and 

additional planned action 

Verbally in meetings 

Verbally in 

conversations 

Verbally in town 

halls with employees 

One to one 

conversations with 

managers and peers 

In the kitchen at the 

water cooler, over 

beer, etc 

Via email 
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  Corporate Intranet 

Employee Equity 

Plan 

Setting business 

objectives and 

performance 

objectives 

Key Performance 

Indicators 

On-boarding process 

Training & Education 

Programs 

Underrepresented 

Groups 

Women 

Aboriginal Persons 

Persons With Disabilities 

Members of Visible 

Minority Communities 

What issues have they been experiencing and 

what would they like to see change. 

 

What biases are they aware of and what can be 

done to mitigate them? 

Be aware of your own biases in thought and 

allow space for your thinking to change 

One on one 

conversations 

Employee Resource 

Groups 

Advocacy Groups 

During 

Employee 

Resource Group 

Meetings 

On-going, 

perhaps 

monthly or 

quarterly 

scheduled 

meetings 
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Stakeholder Group Key Messages (Examples) Communication 

Media (How) 

Who 

Communicates 

When 

Determine who all of 

your stakeholders are 

and list them in this 

section 

Identify what matters to them, why would 

they care about Inclusion? 

Make sure you have one consistent “elevator 

speech” that people will be passionate about 

Identify all the 

different ways that 

you can get the 

message out. 

Corporate 

communication 

channels 

Informal 

communication 

channels 

Social Media 

Influencers and key 

stakeholders 

Influencers 

Executives 

Managers (at all 

levels) 

Employees 

HR Personnel 

 


