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About This Booklet

This booklet is a recommendation booklet compiled by the Women’s Multicultural 
Resource and Counselling Centre of Durham (WMRCC). This booklet aims to recommend 
some key practices for employers to make efforts in recruiting, mentoring, and retaining 
members of ethnocultural, racialized, religious, 2SLGBTQIA, and BIPOC groups in 
employment. An anti-racist, anti-oppression, religious and cultural diversity, gender-
based analysis, intersectionality, and human rights code lens was applied throughout 
this review. The aim is to continue to challenge the organization’s activism and advocacy 
in the area of combating racism, discrimination, gender-based violence, and promoting 
inclusiveness in the workplace and other institutions. On the other hand, this booklet 
seeks to empower employment seekers to find gainful employment opportunities and 
successfully navigate their career trajectories.

This booklet uses augmented reality to 
present more info and interactivity.

• Download the                                     via

• Select the          option to open the camera lens

• Find the vue icon and point  
the  lens at the image to  
 access content
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Employers
SECTION ONE:

Inclusive Recruitment
Recruiters often mention diversity and building inclusive workplaces in their narratives, 
but data shows that racialized, ethnocultural, religious, Indigenous and 2SLGBTQIA groups 
continue to face significant barriers to obtaining and retaining employment. A diverse team 
truly brings to the business a distinct range of viewpoints and outlooks. Businesses that 
have a diverse workforce generally outdo their rivalries and report happier, more satisfied 
employers.

In spite of the push towards inclusivity, implementing and maintaining diversity within 
the workplace is still a struggle for many organizations. Unconscious bias can discourage 
organizations from automatically achieving diverse and inclusive workplaces. Indeed, it is 
critical for recruiters to have promotional and marketing materials put in place that promote 
more diverse hires in order to build inclusive teams.

Essentially, inclusive recruitment has many benefits, including allowing your team to 
develop more quickly, creates and promotes cultural understanding, happy workers, forms 
stronger teams that are more innovative and even perform better financially (Hunt et al., 
2015). Here are a few multicultural recruitment, hiring and retention recommendations 
gathered from the literature and community consultation sessions conducted by the 
Women’s Multicultural Resource and Counselling Centre of Durham. The recommendations 
are supported through case studies of existing organizations. 
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Recruitment and Hiring Recommendation
1. Revise hiring policies, practices, and assessments to reflect diversity, 

inclusion, and anti-racism

Outdated and inequitable hiring policies and practices continue to create barriers and 
impede the work in diversity and inclusion efforts for organizations. Employers who are 
committed to inclusive and equitable recruitment should revise their recruitment, hiring, 
and assessment policies and practices to reflect diversity, equity, and inclusion. Practices 
such as hiring, training, and supporting HR personnel to recognize their biases and cultural 
insensitivities during the hiring process is recommendable. Ultimately, diversifying the 
human resources management team to include persons with lived experience and cultural 
competency is crucial. In addition, it would be an effective strategy for employers to create 
specific diversity and inclusion policies, teams and committees as key practices.

2. Targeted recruitment activities for diversity and inclusion of under-
represented groups

It has become evident that traditional recruitment practices alone are insufficient to reach 
and attract employment seekers from under-represented groups. Targeted recruitment 
activities such as advertising in publications and job boards that serve under-represented 
groups is recommended. In addition, partnering with community-based organizations, 

professional associations and student 
associations who serve these groups, 
offering diverse internships, and partnering 
with specialist recruiters are effective 
strategies to attract and tap into the vast 
talent of employment seekers from under-
represented groups.

3. Monitoring, measuring, and 
public reporting of diversity data

The strategy of monitoring, measuring, 
and reporting of diversity data is not 
only vital in assessing an organization’s 
progress towards diversity but also 
crucial for identifying gaps. Studies have 
indicated that publicly reported diversity 
data improves accountability, strengthens 
employer brand and reputation (Menzies, 
2018). Having a positive reputation as an 
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inclusive employer and workplace where diverse talent is respected and valued, is set to 
attract top talent from diverse backgrounds.

4. Diversify and showcasing diverse leadership, upper management and/
board of directors.

A workforce insights survey carried out by Glassdoor, a worldwide leader for insights on 
jobs and companies, found that most employment seekers consider diversity and inclusion 
when evaluating companies and job offers. Precisely, 80% of Black and 79% of 2SLGBTQIA 
employment seekers and employees reported a diverse workforce was an important factor 
when evaluating companies and job offers (Glassdoor, 2020). Having diverse leadership in 
the workplace sends a positive message to employment seekers that the company values, 
respects and appreciates diverse talent and in return, is likely to attract such talent.  

5. Embed Diversity, Equity and Inclusion in organizational core values.

Your employer brand encompasses your organization’s mission, values, workplace culture 
and personality. A positive brand that highlights inclusion and diversity is likely to attract, 
engage and retain top talent from diverse backgrounds.

CASE STUDIES
Rogers
Recognized as one of Canada’s best diversity employers, Rogers truly reflects 
Canada’s multicultural and diverse profile through its recruitment and hiring 
processes and practices. This company’s commitment to cultivating an inclusive 
culture is supported by their organizational policies and practices (Rogers  
Media, 2019).

The Diversity Management Policy

Roger’s Diversity Management policy ensures that the pool of candidates is 
maximized, and all possible resources are accessed. Essentially, the Diversity 
Management Policy is unique in that it widens the candidate search. It takes into 
account the ideals of the Canadian Multiculturalism Act and works to identify and 
eliminate barriers that vulnerable populations face, including members of visible 
minorities, women, Indigenous people, and persons with disabilities (Rogers Media, 
2019). Policies are useful when implemented as they mandate organizations to 
generate valuable human resources programs and procedures that include all 
employees while recognizing their unique needs.
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Recruitment

Rogers’ Recruitment Team immerses diversity into their recruitment strategy 
through one simple action: collaborating with a multitude of community 
organizations and agencies, such as Lime Connect, Miziwe Biik, and the Aboriginal 
Professionals Association of Canada (Rogers Media, 2019). These partnerships 
are useful as they offer significant insights and pathways to tap into diverse 
communities through advertising and job postings directed to a diverse pool of 
new talents. While partnering with another association, various questions must be 
considered in order to ensure beneficial results:

1. How does the association’s mission match the company’s goals, values,  
and culture?

2. Does the association’s membership align with the source of talent the  
company is searching for?

Reviewing these questions will assist in narrowing your search, considering that 
not all organizations are faced with the same gaps in diversity or challenges. In 
other words, it is not a “one size fits all” solution. Different diversity gaps can create 
varying talent and recruitment needs. Rogers specifically provides internships to 
internationally educated professionals and persons with disabilities with their 
association partnerships (Rogers Media, 2019). Such targeted recruitment strategies 
assist companies in expanding their candidate search.

Hiring

Rogers trains its managers and recruiters with behavioral-based interviewing 
techniques (Rogers Media, 2019). This training is distinct in that rather than 
emphasizing background and/or employment history, it highlights specific 
questions to analyze the skills and characteristics needed to fill each position. 
Traditional interviews tend to focus on the ‘what’, which is a generic format 
that doesn’t truly test a candidate’s ability to succeed in the position. Behavioral 
interviews also highlight the ‘how,’ giving candidates an option to share stories that 
align with the companies’ values and create a diverse team background.

Additionally, Rogers encourages managers and recruiters when filling any position 
to ensure that one of the candidates short-listed during the hiring process is from 
one of their designated groups of vulnerable populations (Rogers Media, 2019). 
By including this simple criterion in their hiring process, organizations can greatly 
enhance their workplace diversity.
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RBC
RBC has been recognized as the two-time winner of the global Catalyst Award, 
given to organizations who are innovative in diversity, equity, and inclusion 
initiatives that drive representation and inclusion for women and other under-
represented groups (Royal Bank of Canada, 2019). With diversity and inclusion 
being the cornerstone of the organization’s core values, RBC has put in significant 
work in their recruitment and hiring process to create a diverse culture. 

Outreach and Recruitment 

RBC uniquely creates strategic programs directed towards vulnerable populations 
to enhance diversity in their hiring process. The “Pursue Your Potential” program 
aims to provide support to the Indigenous employment candidates. This program 
offers candidates access to a recruitment coordinator who can assist them with 
resume and interview coaching, as well as providing relevant information to 
enhance their job search (Royal Bank of Canada, 2019). Thus, by helping vulnerable 
populations highlight their skills and lived experiences on their resumes,  their 
chances of gaining employment increase. Similarly, the RBC Indigenous Summer 
Internship Program provides on-the-job experiential learning and training to 
Indigenous students enrolled in post-secondary education. They also provide 
targeted campus recruitment events for female STEM students, students from 
Black, Asian, and other ethnic backgrounds, as well as LGBT+ students enrolled in 
university (Royal Bank of Canada, 2019). By doing so, RBC closes the heightening 
gap in student unemployment for vulnerable populations, as many of these 
intern positions translate to permanent roles in the company. Focusing on one 
specific work demographic, such as summer students, is helpful as it narrows the 
company’s priorities by enhancing diversity for one specific sector. 

Hiring

Through the implementation of a dedicated Diversity and Inclusion Recruiter, 
alongside  the launch of an inclusive recruitment strategy that focuses on the 
use of structured interview guides, RBC demonstrates attempts at inclusive hiring 
practices. RBC specifically implements structured interview guides in conjunction 
with revising job postings with the goal of being gender neutral and addressing 
potential biases (Royal Bank of Canada, 2019). While unstructured interviews allow 
hiring managers to explore details incidentally, it leaves much up to the perception 
of the interviewers. Structured interviews eliminate this bias, promoting natural 
diversity and inclusion.
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Focus on Data

RBC is committed to utilizing objective, statistical measures to track their diversity 
and inclusion progress. Their recruitment team is required to submit a quarterly 
report to their senior leadership, which helps monitor a set of diversity data and 
ensure a balanced and inclusive hiring process (Royal Bank of Canada, 2019). 
Concrete, objective data forces organizations and businesses to take accountability, 
commit to transparency, as well as identify their diversity and inclusion gaps. It 
also helps to truly recognize the areas they are improving on, as well as the areas 
they have gaps and need to focus on to mitigate any issues.

Retention and Career Advancement
1. Nurture talent and 

provide mentorship 
and sponsorship 
opportunities

Mentorship and sponsorship are 
valuable tools for the retention 
and career advancement of top 
talent from under-represented 
communities and groups. Studies 
have shown that mentoring 
and sponsorship provide 
opportunities for networking, 
skill development, and break 
down barriers to address the hard 
and soft elements of career and 
employee development (Baklid 
et al., 2005, p. 41). According to 
a publication by Diversity Best 
Practices (2010), nearly all people in executive ranks have had someone help them along the 
way. Someone who speaks on their behalf at meetings or guides them through corporate 
managerial development. They add that for women of colour in particular, the presence 
of senior role models and mentors are significant factors in their retention and upward 
mobility (p. 124). Providing mentorship and sponsorship programs to under-represented 
groups demonstrates a commitment to inclusive career advancement. It is most likely to 
lead to increased job satisfaction and retention of employees from these groups. 
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2. Employer sponsored Employee Resource Groups and “safe spaces”

Employee resource groups are voluntary groups that bring together employees who share 
a common identity, interest, or characteristic to build community. Mentoring circles, a 
variation of the employee resource groups, is a peer-to-peer format group. This group enables 
employees to connect with co-workers who have different backgrounds than themselves. 
Through this network, employees share experiences as a group to gain better understanding 
of interactions within the organization (Schneiders, 2020a). Mentoring circles are considered 
a great way to remove barriers, confront bias, and build more empathetic relationships 
across an organization (Schneiders, 2020b). However, for these groups to be effective, they 
need to be employee-driven, free from management involvement, and carefully designed 
not to reinforce trauma.

3. Modelling and promoting inclusive organizational culture

Inclusive organizational culture and a sense of belonging are associated with job  satisfaction, 
engagement, and retention particularly for members of under-represented groups. The 
Ontario Human Rights Commission (n.d) defines organizational culture as the shared 
patterns of informal social behaviour, which are the evidence of deeply held and possibly 
unconscious values, assumptions and behavioural norms. Inclusive organizational cultures 
ensure that everyone regardless of race, age, ethnicity, religions, gender expression or sexual 
orientation feel valued, respected and heard (Gurchiek, 2018). Belonging is defined as the 
feeling of security and support when there is a sense of acceptance, inclusion, and identity 
for a member of a certain group (Huang, 2020).  For a workplace to be truly inclusive, it 
needs to be driven and modelled by leadership and senior management.

Training all staff on unconscious bias, diversity and inclusion is crucial to organizations and 
businesses. Regular employee engagement surveys and pulse checks are some effective 
tools employment leaders can utilize to find out what matters most to employees and how 
to support them.

It is important to note that having a diverse workforce alone is insufficient to create an 
inclusive culture. Leadership must commit, model and take the lead in creating an inclusive 
culture and a safe work environment.

4. Be proactive in addressing racism and discrimination for under-
represented groups

While diversity is an important element in building an inclusive workforce and community, 
it is only one part in addressing employment barriers for racialized employment seekers 
and employees. The Ontario Human Rights Commission (n.d) calls on organizations to 
supplement efforts at increasing diversity with strong human rights and anti-racism training 
initiatives as part of an anti-racism organizational program (n.d). In a workforce survey 
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conducted by Glassdoor, nearly 50% of racialized job seekers and employees reported 
quitting a job after witnessing or experiencing discrimination at work (Glassdoor, 2020). 
For this reason, it is vital to be proactive by making policies, processes, and procedures 
to address experiences of racism, discrimination, and oppression clear and available to 
all staff members. In addition, establishing an anonymous complaint mechanism where 
financially feasible, implementing specific policies to address racism, discrimination and 
oppression are other examples of proactive measures employers can utilize. The Ontario 
Human Rights Commission’s guides on “Racism and Racial Discrimination: Organizational 
Responsibility” (https://bit.ly/3vftCh5) and “Human Rights Issues at All Stages of   
Employment” (https://bit.ly/3mIPldi) are great resources any organization can use as guides 
in tackling racism and discrimination in the workplace.

Retention and Career Advancement
Employee Resource Groups
RBC Mosaic 

RBC Mosaic is an employee resource group program for visible minorities at RBC. The RBC 
MOSAIC employee resource group (ERG) fosters an inclusive culture by enabling the success 
of visible minorities, non-visible minorities, and newcomers to Canada across RBC. They 
promote inclusion through education and awareness, support professional development, 
enhance employee engagement and volunteer in the communities.

Ontario Power Generation (OPG) Racial Equality Group

The Racial Equality group is an employee resource group and key contributor to advancing 
equality and removing systemic barriers. The group’s mandate is to empower Black and 
other racialized employees to fulfill their greatest potential as they contribute to the success 
of the company.

Mentoring Programs
RBC Ignite

RBC Ignite is a targeted development program for culturally diverse top talent. It is a ten-
month leadership development program aimed at accelerating their leadership trajectory 
roles to senior executive roles. This program addresses common challenges, provides 
opportunities to develop, and practice key leadership behaviours. It also enables cross-
enterprise networking with peers and senior leaders (Royal Bank of Canada, 2019).

Mentorship Plus

Mentorship Plus is a program implemented by the Government of Canada to support career 
progression for equity-seeking groups within public service. According to the Treasury  Board 
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of Canada Secretariat’s Centre for Diversity and Inclusion (2021), the program is unique in its 
nature. It is co-developed with equity-seeking groups and enhances traditional mentorship 
by adding the element of sponsorship to it. As such, the program pairs employees with 
executive mentors or sponsors to:

• Navigate the system for upward career mobility

• Provide better visibility in informal networks

• Access development opportunities to build skills necessary for the executive 
candidates.

Employer Resources
In order to implement diversity and inclusion within the workplace, leaders and executives 
must first acknowledge the existence of racism and discrimination in Canadian society. 
Also, employers must  gain knowledge on inequalities that exist in the Canadian workforce. 
Below are a few resources that will help you get started on learning how to incorporate 
diversity and inclusion strategies into your organization: 

Understanding Anti-Black Racism and Steps to Becoming an Ally  (https://bit.ly/3BDi1ut)

Civility and Respect in the Workplace  (https://bit.ly/3ByE9Gx)

The Income Gap Between Aboriginal Peoples and the Rest of Canada   
(https://bit.ly/3BHQS9V)

Unpacking Unconscious Bias in the Workplace  (https://bit.ly/3BES8uy)

Additional Resources on Racism and Discrimination
Below are a few resources employers can utilize in addressing racism and discrimination in 
the workplace.

Racism and Racial Discrimination: Organizational Responsibility  (https://bit.ly/3mRtNLD)

Human Rights Issues at All Stages of Employment  (https://bit.ly/3ACT2X4)

OHRC Guidelines on collecting human rights based data  (https://bit.ly/3AJpCqs)

Ontario’s Anti-racism Strategic Plan  (https://bit.ly/2X7bXLR)
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Employment Seekers
SECTION TWO:

Recommendations for Job Seekers
1. Carefully Research Prospective Employers

Employment seekers can be eager to impress employers, this may influence how an 
employment seeker conducts in  research on prospective employers. For ethnocultural, 
racialized, religious, 2SLGBTQIA, and BIPOC employment seekers, it is crucial that they 
conduct thorough and diligent research of prospective employers before entering an 
employment contract. It is vital to investigate if prospective employers have made steps or 
set intentions towards achieving diversity and inclusion in the workplace. A few indicators 
to look for would include:

• a diversity and inclusion strategy in place,

• diverse leadership,

• accountability mechanisms, and

• organizational values which reflect diversity, equity, inclusion, respect for human 
rights and social justice.

Workplaces that do not exhibit these values may likely result in unwelcoming, unhappy, 
unsafe and oppressive environments down the road for members of equity deserving 
groups and/or under-represented communities.

2. Networking for Employment

Networking is one of the most valuable tools employment seekers can utilize during their 
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job search. Networking allows employment seekers to tap into the “hidden job market”, 
leading to information on job openings not yet advertised. Essentially, networking is very 
necessary in today’s labour market, and sometimes having the right network can land you 
a job. It provides insights into an industry or profession, leads to inside connections at a 
company and can help you get advice on your job search methods (Skilled Immigrant info 
Centre, 2018). In fact, it is well documented that close to 80% of jobs come from networking 
versus traditional methods of job search such as job boards and advertisement (University 
of Toronto, 2017).

Who is your network?

Your network includes both personal, professional, social, and cultural contacts such 
as family, friends, neighbours, associates, former co-workers, former employers and 
educational institutions, professional associations, tutors, religious or cultural groups you 
are a member of.

Tips for effective networking

•  Meet with people face-to-face.

• Offer help.

• Do your research on the companies and people who you want to connect with.

• Fight your fear, move on with courage.

• Be patient and make time to explore options.

• Focus on the relationship, not only on your resume.

• Always submit your resume with a cover letter.

• Send your resume to an employment assistance agency to review to make sure it is 
up to standard.

• Use social networks and online resources.

• Let everyone in your network and circle know that you are looking for a job just in 
case they hear about any job opening.

• Constantly visit job search outlets such as Charity Village, Indeed, Toronto Star job 
advertisement section and other job advertisement mediums, such as google.

• Contact job help organizations such as YMCA, Durham Unemployment Help, Agilec, 
VPI, and others.

• Finally, always follow up.

Volunteering is also another way to grow your network while gaining beneficial   employment-
related experience.  In fact, volunteering is “recognized as valuable work-related experience 
by employers” (Skilled Immigrant Info Centre, 2018). Therefore, do not exclude volunteering 
while job searching.
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3. Tap into community resources for skills upgrade and job search  
preparation

There are several existing career support opportunities within the community to support 
you as an employment seeker. As BIPOC, 2SLGBTQIA and religious employment seekers, it 
is encouraged that you seek out and make use of free services during job seeking. Services 
provided include but are not limited to validating foreign academic credentials to suit 
Canadian employer requirements, interview preparation, resume development and cover 
letter writing. The same is applicable to immigrant and newcomer job seekers who may 
face challenges of language barrier, and or have inadequate information on the Canadian 
job market. 

*Please refer to the employment services section for a list of community career support 
agencies.

4. Consider job creation opportunities such as self-employment and 
entrepreneurship to navigate the limited job market

As the job market continues to decline largely in the service sectors including hospitality 
and retail, employment seekers should consider venturing into job creation opportunities to 
navigate these challenges. Oftentimes, employment seekers have tremendous experience 
and can use this to create employment for themselves and others. For instance, recognizing 
the need for self-employment. Two years ago, WMRCC of Durham developed 7 cooperative 
worker groups for immigrant and newcomer women in different sectors. These women 
experienced barriers in securing employment, so were able to venture into cooperative 
groups to mitigate the employment challenges.

5. Know your Rights as an Employment Seeker

Finally, as a job applicant, you have the right to be free from discrimination and other forms 
of oppression. The Canadian Human Rights Code stipulates that every person has a right 
to equal treatment with respect to employment without discrimination or harassment 
because of race, ancestry, place of origin, colour, ethnic origin, citizenship, creed, sex, sexual 
orientation, gender identity, gender expression, age, record of offences, marital status, family 
status or disability (Human Rights Code, RSO 1990, c H.19). For racialized, ethnocultural, 
religious, 2SLGBTQIA employment seekers it is vital that you identify signs of discrimination 
to avoid being taken advantage of by unscrupulous employers. Refer to our section “Identify 
the signs of racial discrimination” for information on how to identify and respond when 
faced with discrimination during the hiring process or at work.
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Identify the Signs of Racial Discrimination
I can start with a very depressing story of how I got my job. So, I left my last job 
which was downtown Toronto.... for two months, I searched but couldn’t find a job. 
And somebody had told me, Prateek, why are you applying for a job with your full 
name? You are never going to get a job... Anyways because I was unemployed and 
had no money, I did it. I applied with Prat [short form of name and Anglo sounding] 
and within a matter of two weeks, I had three job interviews and that’s how I got 
the job I am currently working. It was the most heartbreaking lived experience. 
Right, if you do not have an Anglo name that is the reality of what you come across 
(WMRCC Challenge Racism Project, Focus group participant, February 2021).

It can be difficult to recognize you are being discriminated against, and job search 
discrimination is hard to prove, especially with more subtle forms of racism. It is for this 
exact reason that it is essential you know and understand when you are being discriminated 
against in the hiring process.

Some employers tend to be vague when offering interview feedback and will often say 
something along the lines, “Sorry, we have decided to move forward with another candidate 
who was a better fit”. Although not every employer who offers these broad rejection 
statements is discriminating, this can still occur as a form of job interview discrimination.

Employers may also ask you uncomfortable questions often unrelated to your credentials 
or experience. Questions surrounding your relationship status, ethnicity, and religion, and 
plans on having children can be indicative of discrimination, especially if used as a reason to 
not hire you. When such questions are asked, do your best to understand the interviewer’s 
intentions behind asking such questions. For instance, if the interviewer immediately 
becomes cold after you tell them your plans to have children one day, this can be a sign that 
you are being discriminated against (Smith, 2020).

One way to tackle questions that raise discomfort is by saying, “I would like to continue 
discussing my professional background and its relevance to the job. While I understand 
that you would like to get to know me as a person, I feel like this specific matter is private.”

Other signs of racial discrimination can include extraneous tests during the interview 
process. While potential employers are allowed to test you on relevant knowledge and skills 
as they relate to the job you apply for, it can be an indication of racial discrimination when 
the employer chooses to test you on topics where you are at a disadvantage with your racial 
or economic background. 

Furthermore, if you are offered a job, yet the salary offer is unusually low for the position, 
this can be a sign that the interviewer is implementing a technique that discourages people 
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from under-represented groups from accepting the job or using racial bias to hire qualified 
workers at unacceptable pay rates. In this case, if you are able to find examples of other 
workers in the company who were hired in similar positions with similar qualifications, yet 
at higher salaries, you may be able to demonstrate racial discrimination through the law.

Racial and other forms of discrimination can cause major discomfort and anger. While it 
can be difficult to keep quiet in these situations, it is essential to make note of inappropriate 
questions, and the name and title of the individual who interviewed you. Hence, recording 
evidence in cases of racial discrimination is crucial.

Racism in Hiring: “No Canadian Work Experience”

The Ontario Human Right Commission eliminated “Canadian Experience” as a criterion for 
employers in 2013. Since then, employers cannot use lack of Canadian work experience to 
discriminate or deny people jobs. It has been established that using “no Canadian work 
experience” is unacceptable. It has been suggested that the sole method by which a job 
seeker can show they are acceptable to work in a Canadian workplace is through establishing 
prior experience in working in this country. Employers believe that a Canadian experience 
requirement can be used to measure an individual’s level of competence and skill.

Yet, implementing this requirement can introduce further discrimination and racism 
within the hiring process. It filters out newcomers from seeking employment, even those 
who are more than qualified to do so. We have all heard of the stories of highly qualified 
teachers, engineers, lawyers, and doctors who end up becoming taxi and bus drivers for one 
sole reason: a lack of Canadian work experience or credentials not recognized. In fact, this 
discrepancy in Canadian experience applies more to racialized, immigrant and newcomer 
populations when compared to Caucasian European newcomers. Work experience from 
countries like Britain and France is seen as more relevant in contrast to the experience from 
India, Iraq, the Philippines, African, or Caribbean countries. .

This bias further contributes to the gap in employment rates for racialized and visible 
minorities. To illustrate this, 16.8% Black, 17.8% South Asian and 17.3% Arab Canadians 
experience high rates of unemployment when compared to the rest of the population in 
Canada, which  experience an unemployment rate of 9.3% (CBC News, 2020). Racism and 
discrimination are real phenomenon within the Canadian workforce. While it is first the 
responsibility of organizations to promote inclusion, diversity, and acceptance of individual 
differences, unfortunately, some employment environments are still very unwelcoming. For 
both new immigrants and racialized groups in Canada, below are a few key pieces of advice 
on how to handle the situation of discrimination while employment seeking.

Use your voice; be prepared with responses in advance. If any employer takes note of your 
lack of Canadian experience, highlight your skills, experience, qualification, and strengths. 
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Rather than focusing on the absence of Canadian experience, be confident in your existing 
skills, focus more on what you are capable of offering or contributing to the workforce. Most 
skills tend to be transferable from job-to-job, regardless of the country you work in.

Here are a few things you can do to highlight your skills (JVS Toronto, 2020):

• Illustrate examples of how you have implemented these skills in previous positions.

• Ask the employer about the type of experience they want and draw up similar job 
responsibilities that you have previously had that can showcase similar forms of 
experience and transferable skills.

• Demonstrate an openness and willingness to learn and grow in  areas where you may 
lack experience.

• Try your best to engage in self-improvement by asking questions, gathering knowledge 
from others with experience, researching and reading educational materials.

Quick-Link Resources

Below are some more resources to consult that can help you with racial discrimination 
during the hiring process: 

What is Racial Discrimination and Harassment?  (https://bit.ly/3ADgFyA)

Which Interview Questions are Illegal to Ask?  (https://bit.ly/2YNH4MQ)

Detecting Inappropriate Interview Questions  (https://bit.ly/3lyVh9A)

How Do I Respond to Inappropriate Questions in a Job Interview?  (https://bit.ly/3BHEo2e)

When are Interview Questions Discriminatory?  (https://bit.ly/3FF5Pfv)

Final Advice

While racial discrimination can be difficult to face and even more difficult to detect, the 
tips above will assist you in handling these social injustices while still offering yourself the 
optimal chance of getting the job.

Remember: You have control over what happens after being asked uncomfortable, and 
potentially discriminating questions in an interview. Utilizing these tips, employ an 
approach that will help you analyze your potential responses and choose the response 
that will make you come out successfully. It is a win-win situation.
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Tips for Employment Maintenance
1. Be an irreplaceable employee

Finding a job and retaining a job can be challenging in itself, in addition to the challenges 
of  traditional hiring practices. Know your value and be able to prove your value when you 
have the chance. Be someone who goes above and beyond in the workplace. For example, 
if you are done with your duties for the day, ask a colleague or your employer if there is 
anything else you can assist with. Be trustworthy, accountable, and reliable, be sure to 
meet all your deadlines on time and perform all necessary tasks required. Take initiative. 
Initiate responsibilities where appropriate, and show adaptability and independence. 
Every employer appreciates efficiency, staff members they can rely on, and someone who 
works with them rather than someone who works against them and the mission of the 
organization. No employer wants to have an employee who is a liability.  Shared common 
goals create unity and cohesiveness. 

2. Communication

Communication skills are essential to maintaining employment. It builds strong 
working relationships between employees and employers, it can increase productivity        
achievements in the workplace and build trust and morale. Employers invest their time and 
energy into interviewing you, choosing you, and offering you employment. Employees who 
can communicate effectively with their colleagues and employers prove to be valuable 
assets to the organization or company. Everyone has  a voice in the workplace, it is important 
to speak up and use it effectively. Nothing goes unnoticed, so be sure to communicate with 
your employer and the team, no matter how big or small the conversation is. Be sure to build 

a strong communication 
line with your employer 
from the beginning of your 
employment. It is always 
better to ask questions 
first rather than make 
assumptions that can lead 
to a serious mistake in the 
workplace. This will provide 
a strong foundation for your 
future in maintaining your 
employment. For employees 
now working remotely, 
adhere to the policies and 
procedures about reporting 
to work and absences. 
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3. Be Unique

Sometimes, employees can be tempted to try to fit into the description of what they may 
think their employer is looking for in an employee. Remember that your employer chose to 
hire you for your uniqueness, and in hiring you, the workplace automatically became a little 
more diverse. Celebrate this as an advantage. Be responsible, accountable, eager and open 
to learn, and most importantly be who you are. An employer would rather see an employee 
as someone who stands out as their unique self, rather than an imitation of someone else. 
Uniqueness at an employee level will not only strengthen the company’s brand, but it will 
bring cultural awareness to the workplace. Not being yourself misrepresents who you are 
and your cultural identity. Uniqueness can be advantageous to employers as they try to 
cultivate diversity in the company, so do not be shy to showcase who you are. Uniqueness is 
an asset to a company that has a positive brand. 

4. Punctuality

Punctuality is crucial to maintaining employment and shows professionalism and respect 
for others’ time. Communication is key when punctuality cannot be maintained. Consistent 
punctuality shows reliability, responsibility and commitment in the workplace and is a 
simple first step an employee can take to maintain employment.

5. (a) Report issues of discrimination and/or speak up on it

It is imperative for BIPOC, religious and 2SLGBTQIA employees to speak up or report 
incidences of racism, discrimination, and oppression, where possible or safe to do so. 
Employees have several formal and informal options available when faced with incidences 
of discrimination. The first essential step when faced with discrimination is to notify your 
employer of the discrimination. Be sure to document the incident and any other pertinent 
information when they occur. Regularly update Human Resources and management if the 
discrimination persists, whether it is coming from the management or fellow employee (s). 
Written complaints will place responsibility on the employer to investigate and analyze the 
employee’s complaints and ensure that an acceptable resolution is reached (Stanciu, 2019). 
For a step-by-step process you can follow when faced with discrimination, oppression or 
racism in the workplace. 

Please refer to our discrimination in the workplace section.

5. (b) Discrimination against racialized, religious, ethnocultural, 
transgender and BIPOC women

Undoubtedly, racialized employment seekers face unique challenges in seeking and 
retaining employment. Racialized, religious, transgender and, BIPOC women face the 
additional burden of sexism and subsequently gender-based violence in seeking and 
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maintaining employment. In public consultations on Harassment and Sexual Violence 
in the workplace, conducted by Employment and Social Development Canada (2017), 
stakeholders declared that “visible minority” groups were at a risk for harassment within 
the workplace. Women and in particular, racialized women, those in low-paying and less 
stable jobs, nontraditional types of employment, older women, and “those whose religions 
set them apart from the majority” are more vulnerable to violence and sexual violence in 
the workplace (p.11). Unquestionably, gender-based violence and discrimination are real 
barriers to the full participation of women in the workplace and must be addressed. 

Please refer to our section on discrimination in the workplace for step by step process 
you can follow when faced with gender-based discrimination and/or harrassment in  
the workplace.

Sexual Harassment and Assault Resource Centre (SHARE) (https://bit.ly/3iYE4EZ) is a 
service that supports workers who have experienced harassment and assault at work. This 
is a valuable resource for anyone experiencing gender-based harassment and/or violence in 
the workplace.

Discrimination in the Workplace 
“It has always been interesting for me as a Muslim...especially with some of my 
friends who are hijab wearing…how that affects them. Employers often use the 
excuse that they are unable to conduct some duties in a hijab. A hijab is not only 
a piece of clothing but has so much significance, however, it comes with all these 
projections and assumptions. Whether it is people assuming that they don’t speak 
English, or they are not educated or can’t possibly be quote on quote Canadian, 
right! I’ve had friends who’ve had experiences of employers, saying things like 
``well you can’t move fast in that [Hijab] as if having something on your head 
somehow restricts your ability to move” (WMRCC’s Challenge Racism Focus Group 
Participant, February 2021).

Discrimination can come in many forms in the workplace. You can experience it due to 
race, religious background, gender, gender expression, age, disability, language, temporary 
residence, or sexual orientation. It usually presents itself in different forms. It could come 
in the form of isolation, unfair termination, denial of promotion, unfair salary, harassment, 
and bullying. The following are steps that you can follow when faced with discrimination, 
oppression, or racism in the workplace.

1. Never retaliate. Negatively reacting or under-performing on the job can be a good ground 
for your employer and co-workers to rationalize their reason for discriminating against you. 
This could negatively affect your reputation and legal case, should you decide to pursue one.
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2. Make records. Keep all records 
including emails, conversations, 
and notices of any discriminatory 
behaviours. Be sure to include 
dates, times, and a clear and 
honest detail of any incidents 
that occur. This will help to prove 
as evidence for your case should 
you decide to make a case, to 
end the discrimination. It will not 
be wise to keep those records at 
work, for example in lockers or 
solely in company-based emails. 
You should instead forward those 
emails to your personal email 

address, and if possible, print copies and store along with other documents in a safe 
place at home.

3. Report to the right person. It is easy for a person to vent to their colleagues when they 
feel they are being treated unfairly on the job. This should be done with great caution 
since not everyone is trustworthy of confiding in. Your verbalization and sharing of some 
sensitive thoughts could be seen as being unprofessional, angry which could cause 
further harm. You should instead report any discriminatory behaviour to your supervisor 
to allow a chance for the issue to be dealt with internally. This can also strengthen a case, 
should discrimination continue after your management’s knowledge.

4. Get support. This is a very important step since it takes the focus off the issue and onto 
you. You matter and you should never go through discrimination alone. Reach out to your 
trusted support network, such as friends, family, counsellor, or faith leader. They can help 
to alleviate any emotional stress that you may be facing as a result of your experience; 
this is vital in preserving your confidence, mental health and well-being.

5. Get legal advice. Discrimination is illegal and unethical; if you have brought the issue to 
your management team and it persists or intensifies, utilize other support. If you are in 
a unionized work environment, contact your union president to discuss your options, if 
not,  you can take it to the Ontario Human Rights Commission or seek legal advice from 
an employment lawyer on how to file a case.

6. Do not be intimidated. It can be awkward to show up for work with a pending legal 
case; you may feel isolated and unsupported. You may even be directly or indirectly 
encouraged to quit your job, but before you make any decisions or become intimidated, 
utilize your legal days off from work. These could include sick days, mental health days, 
personal days, or vacation. Remember that a mental challenge also warrants a sick day 
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and legal issues could warrant personal time away. This could give more time to work 
through the challenges and to take care of yourself.

Finally, many employees fall victim to believing that they have no rights, or less rights 
than their employers or superiors, because they are working for those persons. They are 
usually afraid to enforce their rights in the workplace; some may not even know their rights. 
Employees have rights to work in a physically and mentally safe, respectful, and inclusive 
environment. They also have  rights to be accommodated based on their disabilities, needs, 
religious celebrations, bereavement, racial or cultural celebrations, sexual orientation, etc. 
Discrimination and harassment are illegal in Canada. Some rights may not be recognized 
if both the employer and the employee are not aware of the need for accommodation. For 
more information on your rights as an employee please refer to our Resources when faced 
with racism, discrimination, oppression, or harassment in the workplace section.

Job Search/Maintenance Resources
How to research a company  (https://indeedhi.re/3aw9o9r)

Networking for employment  (https://bit.ly/2YL0jXq)

5 Ways Volunteering Can Help Your Career  (https://bit.ly/3aBuzGU)

How To Be the Best Damn Employee  (https://bit.ly/3mKNQeO)

Resources when faced with Racism, Discrimination, 
Oppression or Harassment
Human Rights Legal Support Centre (HRLSC)  (https://bit.ly/3lEIMcM)

Ministry of Labour  (https://bit.ly/3awXY58)

Legal Aid Ontario  (https://bit.ly/3mWmpiq)

Durham Community Legal Clinic  (https://bit.ly/3BIu9un)

Workplace rights  (https://bit.ly/2YL7WNw)

Racial Harassment Know Your Rights  (https://bit.ly/3iZGhQq)

Sexual Harassment and Assault Resource Centre (SHARE)  (https://bit.ly/2YGgLbA)



24 WOMEN’S MULTICULTURAL RESOURCE AND COUNSELLING CENTRE OF DURHAM (WMRCC) 

Employment Support Services
Agilec

Provides comprehensive employment and job search services including assisting with career 
decision making, developing resumes, cover letters, and social media presence, preparing 
and practicing for interviews, connecting to employers – job matching support, accessing 
training and education, obtaining labour market information and resources, and support for 
advancement and retention.

Phone: 1-800-361-4642
Website: https://agilec.ca/

Pickering YMCA Employment and Community Services

Qualified staff at this organization help job seekers find employment, by providing resources, 
employment services, career planning and personalized advice to understand what job will 
suit them the best. After assessing their skills and work experience, they put you on the 
right path to start on with the necessary skills training to find employment.

Contact information:
(905)-427-7670   |   memberservices@ymcagta.org

Express Employment Professionals

This organization is a leading staff provider located in Pickering that helps job seekers find 
work within a wide variety of local businesses. They have an interest in the success of the 
community, which is why they are involved in a wide variety of businesses. They help job 
seekers find full-time, part-time, and temporary positions, whatever the need is.

Contact information:
(905)-492-7575

Durham Recruiting

This organization helps recruit job seekers who are seen fit as possible candidates for 
several clients and businesses. Unlike other employment organizations who follow a simple 
process of recruiting, Durham recruiting sits down one-on-one with job seekers and spends 
time with them to understand their story and who they are. They invest time into every 
job seeker to make sure they find the right fit for your employment as well as successfully 
helping employers to build their team.

Contact information: (905)-579-2950
Website: https://durhamrecruiting.ca/
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Durham College, Community Employment Services

Provide job seekers and employers a variety of free services related to employment 
research and support, Job development, Training and community planning.  Strategically 
located throughout the Durham Region and West Northumberland County and supported 
by Durham College each CES location has a collection of local, regional and provincial 
employment and job search information; workshops, computers, photocopiers and fax 
machines necessary for job search. CES also offers assistance with the application process 
to programs such as Second Career; Career and Employment counseling, Youth Job 
Connection and Youth Job Connection Summer.

Contact information: Oshawa 905 -438-1041
Website: https://www.employmenthelp.ca/

Durham Unemployed Help Centre

DRUHC is dedicated to assisting unemployed or underemployed individuals meet their 
employment goals, and assisting employers in meeting their hiring and training needs. 
Also provides access to job postings, computers, fax machines and telephones. One-on-
one counselling, resume workshops, internet/basic computer training , career exploration 
workshops and interview training.

Contact information: Oshawa: 905-579-1821   |   Pickering: 905-420-4010
Website: http://www.unemployedhelp.on.ca/

Global Experience Ontario

This organization is an information and referral centre that helps immigrants in Ontario 
to become licensed or certified to work in a regulated field or skilled trade that they have 
been trained in another country. They assess your credentials and provide the necessary 
employment and training programs needed to get licensed to practice your profession 
in Ontario. They also provide financial assistance, mentorship/internship programs and 
English and French language training if needed, to help internationally trained individuals 
seek employment efficiently in Ontario.

Contact Information: 416-327-9694   |   geo@ontario.ca
Website: http://www.tcu.gov.on.ca/eng/eopg/programs/geo.html

John Howard Society

Comprehensive employment and job search services, assessment of skills, interests and 
experience, job search strategies, including resume preparation, information about careers 
and occupations, local labour market, employment and training opportunities, on-the-
job training, work experience, help in maintaining employment , information and referral 
to other employment and community services. Access to Second Career and Ontario Self 
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Employment Benefit programs. Job Matching and Placement services to help employers 
with hiring needs.

Contact information: Whitby 905-666-8847   |   Oshawa: 905-579-8482
Website: jhsemploymentservices.ca

Meta Vocational Services

Employment services agency that provides a number of services to employers and 
jobseekers. Some of the services include  free and confidential access to job search and 
career exploration resources, fee and low-cost WORKSHOPS to improve your career 
prospects, a team of dedicated employment professionals to help you find and maintain 
employment, Mock interviews to help boost your confidence, Assessments to help you 
identify the career that’s right for you Referrals to other community resources, Assistance 
with resumes, cover letters, job applications, interview prep, networking, and returning to 
the workforce, Assistance with Second Career application.

Contact:
Website: https://metaservices.ca/about-us/

Redwood Employment

With over 25 years of industry experience, this recruitment firm delivers top quality customer 
service to help job seekers find successful job placements. They are passionate about giving 
back to the community and specialize in finding permanent, contract and temporary jobs 
for their clients.

Contact Information: 289-645-2867
Website: https://redwoodemployment.com/

Randstad Canada

This employment agency provides a wide variety of different services. You can search for 
local temporary, part-time, and full-time jobs on your own on their website, while having 
access to so many other services they provide. They can give you tips on fine-tuning your 
resume, how to answer challenging interview questions, negotiating salaries, or even how 
to establish a healthy work-life balance.

Contact Information: 905-668-6363
Website: https://www.randstad.ca/

TRIEC

The Toronto Region Immigrant Employment Council (TRIEC) is here to address the 
persistent problem of immigrant underemployment – the fact that extremely highly skilled 
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people come to Toronto from all over the world and end up in low-skilled jobs. They support 
organizations to become more inclusive, and help newcomers expand their professional 
networks and understand the local labour market.

Contact information: 416-944-1946
Website: https://triec.ca

Watton Employment Services Inc.

This company works in cooperation with other community service providers, who are 
committed to helping job seekers establish employment-related goals to return to work. 
Watton Employment has worked closely with Service Canada and the Ministry of Labour, 
Training, and Skills Development to provide services to complex, multi-barriered clients 
who wish to return to the workforce.

Contact Information: 905-372-1901
Website: https://www.watton.ca/

VPI working solutions

We provide employment programs, assessments and supportive vocational services that 
help residents of Ontario improve job readiness, explore training and get back to work. 
They also work directly with employers who are looking to hire. These free programs and 
services are provided at no cost to job seekers or employers.

Contact information: Ajax 905-683-3529   |   Oshawa 905-571-3301
Website: https://www.vpi-inc.com
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BIPOC

Congress of Black Women 
(Ajax/Pickering Chapter)

P.O. Box 31034, Westney Heights RPO,  
15 Westney Rd. N, Ajax, ON, L1T 3V2

1-866-986-CBWC (2292) ext.

cbwc.ajaxpickering@gmail.com

www.cbwc-ajaxpickering.org

Congress of Black Women  
(Whitby/Oshawa Chapter)

1-866-986-CBWC (2292) ext. 205

cbwoshawawhitby@gmail.com

www.cbwoshawawhitby.com

Afiwi Groove School  
(African Dance Academy)

400 Monarch Ave. Unit 11, Ajax, ON,  
L1S 2G6

647-393-8035

info@afiwigrooveschool.com

www.afiwigroove.com

Indo-Canadian Cultural Association of 
Durham Inc.

1894 Bainbridge Dr, Pickering, ON,  
L1V 6G6

905-428-9798

info@iccadi.org

www.iccadi.org

Hispanic-Canadian Alliance of Ontario

123 Athol St, Whitby, ON, L1N 3Z1

905-831-4746

alianzahcdeontario@gmail.com

www.alianzahispnao.org

Toronto Utsav Cultural Association  
(Whitby)

25 Bettina Pl, Whitby, ON, L1R 0E9

647-532-1674  |  torontoutsav@gmail.com

www.torontoutsav.com

Métis Nation of Ontario

Suite 1100, 11th Floor 
66 Slater Street 
Ottawa, ON, K1P 5H1

Phone: 613-798-1488

Toll Free Phone: 1-800-263-4889

https://www.metisnation.org/ 

Bawaajigewin - An Aboriginal  
Community Circle

Program Location: 115 Grassmere Ave.  
Oshawa, ON L1H 3X6

Mailing Address: 6-470 King Street West 
Suite 205, Oshawa, ON L1J2K9

info@bawaajigewin.ca

https://bawaajigewin.ca/ 

https://www.facebook.com/Bawaajigewin

Local Groups for Partnership
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Ethnocultural 

Canadian Jamaican Club of Oshawa

P.O. Box 30526, Oshawa, ON, L1J 8L8

905-995-2666

cjcoshawa@gmail.com

www.canadianjamaicanclubofoshawa.org

Club Carib of Oshawa

600 Wentworth St. E, Oshawa, ON,  
L1H 3V9

905-721-1672

Friends Indeed

30 Lear St, Ajax, ON, L1Z 1N3

905-426-9603

http://fican.ca

Global Leadership Village

1-647-867-1767 

info@gloablleadershipvillage.com

www.globalleadershipvillage.com

Multicultural Council of Oshawa/Durham

P.O. Box 78001, 784 Taunton Rd. E,  
Oshawa, ON, L1H 7K0

905-922-6974

info@mcod.ca

Community Diversity Equity and  
Inclusion Committee

905-436-3311

diversity@oshawa.ca
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LGBTQ

AIDS Committee of Durham Region

115 Simcoe St. S, Oshawa, ON, L1H 4G7

905-576-1445

www.aidsdurham.com

All Saints Whitby Church

300 Dundas St. W, Whitby, ON, L1N 2M5

905-668-5101

allsaintswhitby@bellnet.ca

www.allsaintswhitby.org

Community Diversity Equity and  
Inclusion Committee

905-436-3311

diversity@oshawa.ca

Durham Alliance Outreach Centre

8-717 Wilson Rd. S, Oshawa ON, L1H 6E9

905-738-8133

info@durhamallianceoutreach.org

www.durhamallianceoutreach.org

PFLAG Canada Durham Region

905-231-0533

inquiries@pflagdurhamregion.com

www.pflagdurhamregion.com

Religious Groups and Centres

Almahdi Centre (Al-Mahdi Islamic  
Community Centre)

510 Concession 3 Rd, Pickering, ON,  
L1X 2R5

416-283-5492

www.cig.ca

Al Rayan Islamic Centre

1660 Durham Regional Hwy 2, Courtice, 
ON, L1E 2R6

905-433-9255

info@alrayanislamiccentre.org

www.alrayanislamiccentre.org

Beth Zion Congregation

144 King St. E, Oshawa, ON, L1H 1B6

905-723-2353

www.bethzionoshawa.com

Christian Faith Outreach Centre

158 Harwood Ave. S, Ajax, ON, L1S 2H6

905-619-1109

info@cfoc.ca

www.cfoc.ca

Durham Baha’i Community

www.bahai-ajax.org

Durham Multifaith Community

www.durham-multifaith-community. 
business.site/
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Durham Islamic Centre

4618 Country Ln, Whitby, ON, L1P 1Y7

289-312-1421

info@durhamislamiccentre.ca

www.durhamislamiccentre.ca 

Greek Cultural Centre of Durham Region

399 Farewell St, Oshawa, ON, L1H 6M1

905-576-98

Hindu Mandir Durham

577 Annandale St, Oshawa, ON, L1H 7S6

1-416-577-8178

welcome@hindumandirdurham.com

www.hindumandirdurham.com

Islamic Society of Ajax

1501 Harwood Ave. N, Ajax, ON, L1T 4T9

905-239-6007

info@ajaxmasjid.ca

www.ajaxmasjid.ca

Sankat Mochan Hanuman Mandir

339 Westney Rd Unit 101, Ajax, ON, L1S 7J6

905-426-1119

sankatmochanhanumanajax@gmail.com

www.sankatmochanajax.com

Tamil Cultural and Academic Society

1740 Kingston Rd. E, P.O. Box 134,  
Pickering, ON, L1V 2R2

647-784-1829

info@tamilsociety.org

www.tamilsociety.org

Inclusiveness starts with our language. Inclusive language acknowledges diversity, conveys 
respect to all people, is sensitive to difference, and promotes equitable opportunities. Below 
are a few inclusive language definitions you should consider familiarizing yourself with.
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Definitions

ANTI-BLACK RACISM

Anti-Black racism is prejudice, attitudes, 
beliefs, stereotyping and discrimination 
that is directed at people of African descent 
and is rooted in their unique history and 
experience of enslavement and its legacy. 
Anti-Black racism is deeply entrenched in 
Canadian institutions, policies and practices, 
to the extent that anti-Black racism is 
either functionally normalized or rendered 
invisible to the larger White society. Anti-
Black racism manifests in the current social, 
economic, and political marginalization of 
African Canadians, which includes unequal 
opportunities, lower socio-economic 
status, higher unemployment, significant 
poverty rates and overrepresentation in the 
criminal justice system.

ANTI-INDIGENOUS RACISM

Anti-Indigenous racism is the ongoing race-
based discrimination, negative   stereotyping, 
and injustice experienced by Indigenous 
Peoples within Canada. It includes ideas 
and practices that establish, maintain and 
perpetuate power imbalances, systemic 
barriers, and inequitable outcomes that 
stem from the legacy of colonial policies and 
practices in Canada.

Systemic anti-Indigenous racism is evident 
in discriminatory federal policies such as the 
Indian Act and the residential school system. 

It is also manifest in the overrepresentation 
of Indigenous peoples in provincial criminal 
justice and child welfare systems, as well 
as inequitable outcomes in education, 
well-being, and health. Individual lived-
experiences of anti-Indigenous racism can 
be seen in the rise in acts of hostility and 
violence directed at Indigenous people.

ANTI-OPPRESSION

Strategies, theories, and actions that 
challenge social and historical inequalities/
injustices that have become part of our 
systems and institutions and allow certain 
groups to dominate over others.

ANTI-RACISM APPROACH

Anti-racism is a process, a systematic 
method of analysis, and a proactive course 
of action rooted in the recognition of the 
existence of racism, including systemic 
racism. Anti-racism actively seeks to 
identify, remove, prevent, and mitigate 
racially inequitable outcomes and power 
imbalances between groups and change 
the structures that sustain inequities. 

BIPOC

Refers to individuals who identify as Black, 
Indigenous, or Person of Colour.
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CULTURAL SAFETY 

A culturally safe environment 
is physically, socially, 
emotionally, and spiritually 
safe. There is recognition of 
and respect for the cultural 
identities of others, without challenge 
or denial of an individual’s identity, who 
they are, or what they need. Culturally 
unsafe environments diminish, demean, or 
disempower the cultural identity and well-
being of an individual.

DISCRIMINATION

The denial of equal treatment and 
opportunity to individuals or groups 
because of personal characteristics and 
membership in specific groups, with 
respect to education, accommodation, 
health care, employment, access to 
services, goods, and facilities. This behaviour 
results from distinguishing people on that 
basis without regard to individual merit, 
resulting in unequal outcomes for persons 
who are perceived as different. Differential 
treatment that may occur on the basis of 
any of the protected grounds enumerated 
in human rights law.

DIVERSITY

Diversity is the presence, in an organization 
or a community, of a wide range of people 

with different backgrounds, abilities and 
attributes including ethnicity, race, colour, 
religion, age, gender and sexual orientation.

EQUITY

Fairness, impartiality, even-handedness. A 
distinct process of recognizing differences 
within groups of individuals, and using 
this understanding to achieve substantive 
equality in all aspects of a person’s life.

GENDER-BASED VIOLENCE (GBV)

Is violence that is committed against 
someone based on their gender identity, 
gender expression, or perceived gender. It 
can be physical, emotional, psychological, 
or sexual in nature. GBV disproportionately 
impacts women and girls, Indigenous 
peoples, and other diverse populations.

HARASSMENT

Engaging in a course of vexatious comment 
or conduct that is known or ought 
reasonably to be known to be unwelcome.
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INCLUSION

The extent to which diverse members of 
a group (society/organization) feel valued 
and respected.

INTERSECTIONALITY

Intersectionality is the way in which 
people’s lives are shaped by their multiple 
and overlapping identities and social 
locations, which, together, can produce 
a unique and distinct experience for that 
individual or group, for example, creating 
additional barriers, opportunities, and/or 
power imbalances.

In the context of race and Indigenous identity, 
this means recognizing the ways in which 
people’s experiences of racism or privilege, 
including within any one group, may vary 
depending on the individual’s or group’s 
relationship to additional overlapping or 
intersecting social identities, like religion, 
ethnic origin, gender, age, disabilities or 
citizenship and immigration status.

An intersectional analysis enables better 
understanding of the impacts of any one 
particular systemic barrier by considering 
how that barrier may be interacting with 
other related factors.

ISLAMOPHOBIA

Islamophobia is racism, stereotypes, prejudice, 
fear, or acts of hostility directed towards 
individual Muslims or followers of Islam in 
general. In addition to individual acts of 
intolerance and racial profiling, Islamophobia 
can lead to viewing and treating Muslims as 
a greater security threat on an institutional, 
systemic, and societal level.

MEMBERS OF EQUITY DESERVING 
GROUPS

A newer more respectable term to use 
instead of “minority”

MICROAGGRESSION

Microaggressions are defined as the 
everyday, subtle, intentional — and 
oftentimes unintentional — interactions 
or behaviors that communicate some sort 
of bias toward historically marginalized 
groups. The difference between 
microaggressions and overt discrimination 
or macroaggressions, is that people who 
commit microagressions might not even 
be aware of them.

Definitions
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RACIALIZED (PERSON OR GROUP)

Racialized persons and/or groups can have 
racial meanings attributed to them in ways 
that negatively impact their social, political, 
and economic life. This includes but is not 
necessarily limited to people classified as 
“visible minorities” under the Canadian 
census and may include people impacted 
by antisemitism and Islamophobia.

SYSTEMIC RACISM

Systemic racism consists of organizational 
culture, policies, directives, practices 
or procedures that exclude, displace or 
marginalize some racialized groups or 
create unfair barriers for them to access 
valuable benefits and opportunities. This 
is often the result of institutional biases in 
organizational culture, policies, directives, 
practices, and procedures that may appear 

neutral but have the effect of privileging 
some groups and disadvantaging others.

UNCONSCIOUS BIAS

Unconscious bias (or implicit bias) is often 
defined as prejudice or unsupported 
judgments in favor of or against one person, 
or group as compared to another, in a way 
that is usually considered unfair. Many 
researchers suggest that unconscious bias 
occurs automatically as the brain makes 
quick judgments based on past experiences 
and background. As a result of unconscious 
biases, certain people benefit and other 
people are penalized. Although we all have 
biases, many unconscious biases tend to be 
exhibited toward equity deserving  groups 
based on factors such as class, gender, sexual 
orientation, race, ethnicity, nationality, 
religious beliefs, age, disability and more
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