
Council Workshop 

November 25, 2019  

 
 

AGENDA 
9:30 a.m. – 4:00 p.m. 

  

Location: Training Room WT-2A, West Tower, City Hall   

 

Mayor Patrick Brown  
City and Regional Councillors 

  

David Barrick, Chief Administrative Officer 
Senior Leadership Team and required staff 

 

Purpose:    

 Introduce Council to the Diversity and Inclusion Findings and Strategy 

 Update Council on work underway with Brampton University  

 Update Council on work underway with Operational Service Reviews 
 
 

9:30 a.m. Welcome and Introductory Remarks  
 

 

9:35 a.m. Diversity and Inclusion Findings and Strategy 
Introduction: Amalia Liadis, Acting Director, Human Resources 
Presentation: Cathy Gallagher-Louisy, Canadian Centre for Diversity and 

Inclusion (CCDI)  
 
 

11:30 a.m. Brampton University Update 
Introduction: David Barrick, Chief Administrative Officer 
Presentation: Dr. David Wheeler, Academy for Sustainable Innovation 

 
 

1:30 p.m. Operational Service Reviews – Status Update  
Introduction: Denise McClure, Acting Director, Strategic Development, Office of 

the Chief Administrative Officer 
Presentation: EY Advisory Services 

o Fire and Emergency Services  
o Brampton Library 

Optimus SBR: 
o Economic Development and Culture 

 
 

4:00 p.m. Wrap-up and Adjournment  
 
 

Light refreshments, lunch and breaks will be provided at the Workshop. 
 

City Council Workshop Rules 
Section 20 of Procedure By-law 160-2004, as amended, applies: 

 A workshop can include open session and closed session business, in accordance with the Procedure By-law and 

The Municipal Act, 2001. 

 Workshop notice is to be made available to the public. After Workshop notice is provided, no new matters can be 

added to an agenda. Quorum of Council is not required for a Workshop. Members of the public attending a Workshop 

are permitted to observe the public session. No decisions or directions to staff can be made at the Workshop.  Any 

matter requiring a Council decision must be reported back to Committee or Council for consideration and approval. 

 The City Clerk’s Office will prepare “minutes” from the Workshop.  Public session “minutes” are available for public 

review if a request is received. 

 



Copyright Notice
The content contained herein is the exclusive intellectual property of the
Canadian Centre for Diversity and Inclusion (CCDI). It is provided exclusively to
attendees of a specific CCDI event, as indicated on the next slide.

Any sharing, reproduction or use of this material or content (as is, or in any
form) requires the express written permission of CCDI. Should you wish to use
this content in any way, please contact: pmo@ccdi.ca

mailto:pablo.dechica@ccdi.ca
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Honouring traditional territory

Traditional Territories:

• Anishinaabe

• Haudenosaunee (Iroquois)

• Huron-Wendat

Treaties and Agreements:

• Toronto Purchase

Closest First Nations 

Communities:

• Mississaugas of the New 

Credit

• Mississaugas of Scugog Island

• Hiawatha First Nation

• Alderville First Nation

• Six Nations of the Grand River
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https://www.whose.land



Agenda for Today

1. Introduction of Key Concepts

2. Current State Inclusivity Assessment: Methodology and Report 

Structure

3. Key Findings

a) Accomplishments

b) Organizational Culture

c) Inclusive Leadership 

d) Organizational Maturity

4. D&I Strategy

a) Recommendations from the Assessment

b) Workplace D&I Strategy

5. Q&A
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Introduction of Key Concepts
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Inclusion & Employee Engagement
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Source: Inclusion Maturity Model. Swiegers, G. Toohey, K. (2012), “Waiter, is that inclusion in my soup? A new recipe to 

improve business performance” Deloitte Australia and the Victoria Opportunity & Human Rights Commission.



Diversity & Inclusion.

Ingredients for an inclusive ecosystem.
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Diversity & Inclusion.

Results of a non-inclusive ecosystem. 
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Project Methodology 
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Project Objective

Current State Inclusivity Assessment Objective

Goal: identify accomplishments, gaps, areas of opportunity, and 

recommendations to support the development of a Diversity and Inclusion 

strategy. 

This assessment included both quantitative and qualitative data capture 

methods that provide both breadth and depth to understanding the current state 

of Diversity and Inclusion at The City of Brampton.

10Canadian Centre for Diversity and Inclusion



Project Methodology 
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Work Package Details Target Audience / 

Involvement

1
Diversity and 

Inclusion Survey

Conducted survey January 30, 

2019 to March 1, 2019.  Of 5,525 

employees, 1,587 Respondents 

completed the survey. 

Completion rate: 28.7%. 

All employees

2 Focus Groups

Conducted online, anonymous 

employee focus groups 

conducted in April 2019. 

Voluntary participation. Total of 

21 employees participated.

All employees

3

Intercultural 

Competency 

Assessments and 

Development

Conducted Intercultural 

Development Inventory (IDI®) 

assessments with 13 CLT 

members in July 2018. 

Corporate Leadership Team 

(CLT)



Project Methodology 
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Work Package Details Target Audience / 

Involvement

4
Executive 

Bootcamp

Conducted an executive 

Diversity and Inclusion 

bootcamp training for the CLT.
CLT

5
Leadership Growth 

Interviews

Conducted leadership 

interviews with all 13  CLT 

members, and 22 selected 

people leaders across the 

organization. 

CLT + Selected Leaders

6
Maturity Meter™ 

and GDIB Maturity 

Analysis

Evaluated The City’s Diversity 

and Inclusion standards and 

practices.

Project Leads + Responsible 

department leaders

7

Community Growth 

Assessment

Benchmarking 

Study

Compared to 3 relevant 

municipalities. Literature review 

of publicly available information. 

Interview with one municipality.

CCDI + other municipalities



Recommendations

1. Organizational 
Culture 

Diversity and 
Inclusion Survey

Focus Groups

2. Inclusive 
Leadership 

Leadership Growth 
Assessments 

(Interviews & IDIs) 

3. Organizational 
Maturity 

GDIB Self-
Assessment & 
Maturity Meter

Community Growth

Assessment

Data Inputs

CSIA Report Structure

13Canadian Centre for Diversity and Inclusion

Key Findings
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Building on Momentum

Canadian Centre for Diversity and Inclusion

Accomplishments



Accomplishments

Building on Current Diversity and Inclusion Work

The Current State Inclusivity Assessment is a proactive element of The City’s 

current Diversity and Inclusion work. 

Some other notable elements already undertaken include:

15Canadian Centre for Diversity and Inclusion

• Diversity and Inclusion is integrated into the City’s business strategy and 

Our DNA.

• Qualitative and quantitative goals are being developed that include input 

from a variety of internal and external stakeholders. 

• Communications and feedback mechanisms are being implemented to 

receive employee feedback regarding Diversity and Inclusion. 

• Communications are increasing. Communication vehicles include Diversity 

and Inclusion content in weekly newsletters as well as communications 

about “significant days”.



Accomplishments
Building on Current Diversity and Inclusion Work
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• The City has an aspirational goal to make all communications vehicles 

accessible by 2025 and is working through this project. 

• Achievements in the GDIB Category 5 – Benefits, Work-Life Integration, and 

Flexibility, including one benchmark at the Best Practice level.

o The City offers many health and wellness benefits and programs. 

o Accessibility and accommodation for religious practices, persons with 

disabilities, and other special needs are accepted.

• Achievements at the Progressive level for the GDIB Category 6 – Job Design, 

Classification and Compensation. These include:

o Generous parental leave top-up to 75% of salary for 26 weeks. 

o A rigorous job classification system.
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Organizational Culture
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Diversity and Inclusion Survey 

Diversity and Inclusion Survey response rate: 28.7%

SECTION 1 Diversity Census: Workplace and personal demographics.

Personal demographics: 12 dimensions with up to 28 questions, depending on 

how each individual responds::

• Aboriginal or Indigenous status.

• Age.

• Dependant status and type.

• Disability status and accommodation.

• Gender identity and openness.

• Language.

SECTION 2 Inclusion Survey: 12 questions on perceptions of Diversity and 

Inclusion.

18Canadian Centre for Diversity and Inclusion

• Place of origin.

• Race / Ethnicity.

• Relationship status.

• Religion, faith and spirituality.

• Sex.

• Sexual orientation and openness.



Diversity - Demographic Snapshot

SECTION 1 Diversity Census: Overall workforce representation

Lower representation of Racialized persons when compared to the Toronto 

census metropolitan area (CMA) labour force.
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Representation

Demographic group

Racialized 

persons

Persons with 

a Disability
Women

Indigenous 

persons

LGB2sQ+

persons

White 

persons

Toronto (CMA) 

labour force
49.1%

16.7% 

(Ontario labour 

force)

48.4% 0.8%
5.1% 

(Ontario 

population)

50.9%

% of City of 

Brampton
36.8% 15.7% 48.5% 2.1% 6.8% 54.3%

Difference -12.3% -1.0% +0.1% +1.3% +1.7% +3.4%

Please note: The City’s workforce representation data is derived from the Diversity and Inclusion Survey 

data collected from 1,587 of 5,525 Respondents (i.e. 28.7% of the workforce). Due to a survey 

completion rate of less than 80%, we can not apply confident generalizations regarding the 

representation of demographic groups.



Senior Leadership Representation

SECTION 1 Diversity Census: Senior leadership representation

Lower representation of typically underrepresented demographic groups in 

senior leadership roles.
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48.5%

36.8%

15.7%

6.8%
2.1%

36.8%

26.3%

*N N N0%

20%

40%

60%

Women Racialized
persons

Persons with a
Disability

LGB2sQ+ Indigenous
persons

% of City of Brampton survey Respondents

% of Senior Leadership (CLT, Director or Senior Manager) survey Respondents

*N indicates 1 to 4 Respondents



High importance, increased focus advised

Attention required

Positive finding
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Icon Legend

Inclusion Question Responses



Inclusion Question Responses

SECTION 2 Inclusion Survey: 

2 out of 12 inclusion indicators received moderate agreement.
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• Moderate agreement (70.0% - 79.0%) indicates the organization should consider reviewing current 

policies, procedures and practices for the relevant inclusion indicator to determine areas of 

improvement.

72.3%

72.0%

17.0%

19.4%

6.1%

5.7%

4.7%

3.0%

0% 20% 40% 60% 80% 100%

Racist, sexist, homophobic, stigmatizing
and other inappropriate comments are

not tolerated at the City of Brampton.

I am able to be myself at work.

Response rate

Agree Neutral Disagree PNTA



Inclusion Question Responses

23Canadian Centre for Diversity and Inclusion

• Low agreement (60.0% - 69.0%) indicates that an organization should consider 

developing/evaluating policies, procedures and practices that relate to the applicable inclusion 

indicator.

69.0%

67.2%

19.7%

19.8%

8.1%

7.4%

3.2%

5.6%

0% 20% 40% 60% 80% 100%

At the City of Brampton, I am treated fairly
and with respect.

The City of Brampton is committed to and
supportive of diversity.

Response rate

Agree Neutral Disagree PNTA

SECTION 2 Inclusion Survey: 

5 out of 12 inclusion indicators received low agreement.



Inclusion Question Responses
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• Low agreement (60.0% - 69.0%) indicates that an organization should consider 

developing/evaluating policies, procedures and practices that relate to the applicable inclusion 

indicator.

65.8%

61.3%

60.6%

18.4%

24.2%

25.7%

10.1%

7.3%

9.8%

5.7%

7.3%

3.8%

0% 20% 40% 60% 80% 100%

I trust that, if I raise an issue related to
diversity or inclusion, my

manager/supervisor will take action.

At the City of Brampton, I feel inspired to
behave more inclusively.

At the City of Brampton, I feel included.

Response rate

Agree Neutral Disagree PNTA

SECTION 2 Inclusion Survey: 

5 out of 12 inclusion indicators received low agreement.



Inclusion Question Responses
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• Very low agreement (< 60.0%) indicates that an organization should consider developing/evaluating 

policies, procedures and practices that relate to the applicable inclusion indicator.

59.4%

54.2%

25.0%

29.1%

10.3%

11.9%

5.4%

4.9%

0% 20% 40% 60% 80% 100%

At the City of Brampton, everyone is
treated with dignity and respect

regardless of their age, family status,
gender/gender identity, race/ethnicity,…

At the City of Brampton, my unique value
is known and appreciated.

Response rate

Agree Neutral Disagree PNTA

SECTION 2 Inclusion Survey: 

5 out of 12 inclusion indicators received very low agreement.



Inclusion Question Responses

26Canadian Centre for Diversity and Inclusion

• Very low agreement (< 60.0%) indicates that an organization should consider 

developing/evaluating policies, procedures and practices that relate to the applicable 

inclusion indicator.

53.3%

52.9%

25.0%

28.9%

15.5%

12.0%

6.2%

6.2%

0% 20% 40% 60% 80% 100%

At the City of Brampton, all employees
have equal opportunity to advance

regardless of factors such as age, family
status, gender/gender identity,…

Leaders (in my area of business)
dedicate time, energy and resources to

advance workplace diversity and
inclusion at the City of Brampton.

Response rate

Agree Neutral Disagree PNTA

SECTION 2 Inclusion Survey: 

5 out of 12 inclusion indicators received very low agreement.



Inclusion Question Responses
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• Very low agreement (< 60.0%) indicates that an organization should consider 

developing/evaluating policies, procedures and practices that relate to the applicable 

inclusion indicator.

51.1% 29.0% 12.9% 7.0%

0% 20% 40% 60% 80% 100%

The City of Brampton’s Corporate 
Leadership Team leads by example to 

promote a respectful and inclusive 
workplace.

Response rate

Agree Neutral Disagree PNTA

SECTION 2 Inclusion Survey: 

5 out of 12 inclusion indicators received very low agreement.



Inclusion Survey – Significant Findings
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SECTION 2 Inclusion Survey:

Senior leaders reported the highest agreement rate.

» Individuals occupying higher-ranking roles at The City reported 

higher agreement rates for the twelve inclusion indicators, with 

senior leaders reporting the highest agreement rates, the most 

notable difference is shown in the table below.

Inclusion Indicator

Agreement rate

Senior 

leaders

Managers/

supervisors

Team leads/ 

forepersons

Employees 

without direct 

reports 

I trust that, if I raise an issue 

related to diversity or 

inclusion, my 

manager/supervisor will take 

action.

89.5% 78.1% 72.9% 59.8%



Inclusion Survey – Key Questions by Group
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SECTION 2 Inclusion Survey:

Lower inclusion findings for underrepresented groups.

82.5%

84.0%

68.2%

76.7%

36.4%

53.7%

53.7%

46.3%

0% 20% 40% 60% 80% 100%

The City of Brampton is committed to
and supportive of diversity.

At the City of Brampton, I am treated
fairly and with respect.

At the City of Brampton, my unique
value is known and appreciated.

At the City of Brampton, I feel included.

Agreement rate

K
e
y
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n
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Inclusion Survey – Significant Findings
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SECTION 2 Inclusion Survey:

LGB2sQ+ persons reported notably lower feelings of inclusion 

compared to Heterosexual persons for the inclusion indicator 

shown below.

Indicator
Agreement Disagreement 

LGB2sQ+ Heterosexual LGB2sQ+ Heterosexual

The City of Brampton is 

committed to and 

supportive of diversity.
53.7% 71.4% 14.8% 6.4%



Inclusion Survey – Significant Findings
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SECTION 2 Inclusion Survey: 

Black persons reported notably lower feelings of inclusion 

compared to Non-Black persons.

Indicator
Agreement Disagreement 

Black White Racialized Black White Racialized

The City of Brampton is 

committed to and 

supportive of diversity.
55.0% 74.3% 74.1% 26.0% 3.4% 5.5%

At The City of Brampton, 

I am treated fairly and 

with respect.
59.0% 73.4% 75.5% 17.0% 6.3% 6.1%

At The City of Brampton, 

my unique value is 

known and appreciated.
43.0% 58.2% 63.0% 29.0% 8.8% 9.6%

At The City of Brampton, 

I feel included. 49.0% 65.7% 67.5% 21.0% 8.4% 7.0%



Inclusion Survey – Significant Findings
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SECTION 2 Inclusion Survey: 

Black persons reported notably lower feelings of inclusion 

compared to Non-Black persons.

Indicator
Agreement Disagreement 

Black White Racialized Black White Racialized

I trust that, if I raise an 

issue related to 

diversity or inclusion, 

my manager/supervisor 

will take action.

51.0% 70.9% 75.2% 24.0% 8.5% 7.7%

At The City of 

Brampton, all 

employees have equal 

opportunity to advance 

regardless of factors 

such as age, family 

status, etc.

32.0% 58.7% 62.7% 37.0% 12.4% 12.5%



Inclusion Survey – Significant Findings
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SECTION 2 Inclusion Survey: 

Black persons reported notably lower feelings of inclusion 

compared to Non-Black persons.

Indicator
Agreement Disagreement 

Black White Racialized Black White Racialized

At The City of 

Brampton, everyone is 

treated with dignity and 

respect regardless of 

their age, family status, 

gender/gender identity, 

race/ethnicity, sexual 

orientation, religion, etc.

42.0% 63.0% 68.4% 21.0% 9.1% 7.0%

I am able to be myself at 

work. 58.0% 75.8% 78.9% 11.0% 4.9% 3.3%



Qualitative Analysis – Key Inclusion Themes
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• Diversity and Inclusion Survey: CCDI analyzed 181 open-response 

comments.

• Focus Groups: 21 in-depth employee responses were also analyzed.

Thematic analysis of
the City of Brampton's 

comments 

Low diversity in leadership & 
low inclusive leadership

Perceived structural barriers 
(nepotism, lack of support for part-time / 

unionized staff)

Discrimination & Bias 

Need for Diversity, Equity & 
Inclusion (DEI) programs



Focus Groups
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Focus group response rate: 21.4%

•Six virtual anonymous employee sessions conducted in April 2019

• Indigenous and racialized persons

•Cultural and religious communities 

•Persons born outside Canada 

•LGBTQ2s+ persons

•Persons with physical or mental disabilities 

•Straight white able-bodied men 

•Women

•Participation was voluntary



Focus Groups – Key Results
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Employees indicated low trust/confidence in management and 

Human Resources.

• In response to citations of barriers and harassment, focus group 

respondents were asked about their perceptions of the resolution 

mechanisms at The City.

33%

14%

43%

48%

24%

5% 33%

0% 20% 40% 60% 80% 100%

If I were to report a concern about
inappropriate behavior to my manager or

HR, I am confident that it would be
handled effectively.

In general, The City of Brampton
management and HR are good at

addressing, managing, and resolving
issues related to Diversity and Inclusion.

Response rate 

Agree Neutral Disagree PNTA
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Assessing Inclusive Leadership
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Trait Deloitte Definition

Commitment Highly inclusive leaders are committed to Diversity and Inclusion 

because these objectives align with their personal values and 

because they believe in the business case.

Courage Highly inclusive leaders speak up and challenge the status quo, 

and they are humble about their strengths and weaknesses.

Cognizance of Bias Highly inclusive leaders are mindful of personal and organizational 

blind spots and self-regulate to help ensure “fair play.”

Curiosity Highly inclusive leaders have an open mindset, a desire to 

understand how others view and experience the world, and a 

tolerance for ambiguity.

Cultural intelligence Highly inclusive leaders are confident and effective in cross-

cultural interactions.

Collaboration Highly inclusive leaders empower individuals as well as create and 

leverage the thinking of diverse groups. 

Source: Six Signature Traits of Inclusive Leaders, Deloitte University Press, 2016.



Intercultural Development Inventory®

IDI® is a statistically reliable, cross-culturally valid measure 

of intercultural competence adapted from the 

Developmental Model of Intercultural Sensitivity.

Assessment: 

•50 item questionnaire, completed in 15 – 20 minutes.

•Available in 17 languages.

•Currently being used by over 2,000 qualified IDI Qualified 

Administrators (QA’s) in over 30 countries.

• IDI assessments have been completed on hundreds of thousands of 

people worldwide.
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http://www.idiinventory.com/about.php



IDI Developmental Continuum

c. Mitchell R. Hammer
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Denial Polarization Minimization Acceptance Adaptation

Ignored
Uncomfortable 

& Judged

Impact of leaders at this level: employees/stakeholders feel…

Valued & 

Involved
Not heard Understood

3.05% 15.55% 1.55%14.65%65.25%



Inclusive Leadership - Key Findings

Summary of results for The City’s Leadership Growth assessments 
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Please note: The data from the CLT was collected in July 2018. As such, this information may not 

reflect the opinions of the current SLT. 

• CLT demonstrates an understanding that diversity goes beyond 

factors such as race and gender.

• CLT defined inclusion as an outcome where everyone has access 

and barriers are removed, or as a sense of value and belonging.

• 23.1% percent of the CLT are in Acceptance. 

• CLT supported an ongoing commitment to promoting leadership’s 

Diversity and Inclusion development and advancing a Diversity and 

Inclusion agenda.



Inclusive Leadership - Key Findings

Summary of results for The City’s Leadership Growth assessments 
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Please note: The data from the CLT was collected in July 2018. As such, this information may not 

completely accurately reflect the opinions of the current SLT. 

• In defining inclusive leadership, the CLT emphasized ‘collaboration’ 

but lacked an emphasis on ‘courage’.

• The CLT – in aggregate – is operating from a Minimization mindset 

as assessed by the IDI®.

• 76.9% of the CLT are operating from a Minimization mindset.

• CLT demonstrates a lack of understanding of structural barriers. 

There is a notable misalignment between the CLT and employees’ 

perceptions of fairness, ‘isms’, and barriers to 

training/development/advancement/job opportunities. 



Inclusive Leadership – Interview Responses
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CLT demonstrates a lack of understanding of structural barriers. 

69%

77%

54%

8%

23%

30%

23%

15%

0% 20% 40% 60% 80% 100%

"The City of Brampton's work
environment is flexible and

accommodating to people with different
needs or abilities."

"At The City of Brampton, everyone
benefits from equitable access to

resources and opportunities."

In my experience, The City of
Brampton's directors and managers,
apply policies consistently and fairly.

CLT Response rates 

Agree Neutral Disagree
n = 13



Inclusive Leadership – Interview Responses
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CLT demonstrates a lack of understanding of structural barriers. 

85%

85%

8%

8%

8%

8%

0% 20% 40% 60% 80% 100%

“At The City of Brampton, all employees 
have equal opportunity to advance while 

being mindful of such factors as age, 
family status, gender/gender identity, 

race/ethnicity, sexual orientation, …

"The City of Brampton has provided me
with a work environment that is free of

harassment from managers, colleagues
and/or customers."

CLT Response rates 

Agree Neutral Disagree n = 13



Inclusive Leadership – Employees’ Perceptions
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CLT demonstrates a lack of understanding of structural barriers. 

38%

43%

48%

29%

10%

24%

4%

5%

0% 20% 40% 60% 80% 100%

"The City of Brampton’s work environment 
is flexible and accommodating to people 

with different needs or abilities." 

"In my experience, everyone is treated
fairly and consistently when requesting

training or developmental opportunities at
The City of Brampton."

Employees’ Response rates

Agree Neutral Disagree PNTA

n = 21

n = 20



Inclusive Leadership – Employees’ Perceptions
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CLT demonstrates a lack of understanding of structural barriers. 

24%

24%

43%

38%

33%

29% 10%

0% 20% 40% 60% 80% 100%

"In my experience, The City of 
Brampton’s leaders, managers and 

supervisors apply policies consistently 
and fairly." 

In my experience, everyone is treated
fairly and consistently when applying for

a job or promotion at The City of
Brampton."

Employees’ Response rates

Agree Neutral Disagree PNTA

n = 21

n = 21



Inclusive Leadership – Structural Barriers
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CLT demonstrates a lack of understanding of structural barriers. 

Racism

No, racism doesn’t exist at the City:

» “We have put together a pretty fair 

process and seek out input from 

people from various backgrounds.”

Yes, racism exists at the City:

» “Personal experience. Someone’s 

comments while I was around were 

not appropriate.”

Ageism

No, ageism doesn’t exist: 

» “We look at ability and skill set, not 

age.”

Yes, ageism exists: 

» “Heard people say ‘that person is 

too young’ or ‘too old’ or ‘child-

bearing age.”



Inclusive Leadership – Structural Barriers
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CLT demonstrates a lack of understanding of structural barriers. 

Sexism and gender bias

No, sexism doesn’t exist: 

» “Comes from the fact that the 

elected officials are gender 

balanced and it has set a tone in the 

organization related to gender.”

Yes, sexism exists: 

» “Have heard some comments based 

on sex or gender.”

» “There are some very traditional 

mindsets around gender even 

though we are evolving.”

Homophobia / Biphobia

No, homophobia doesn’t exist: 

» “Live it every day and don’t see it. 

It’s part of our culture now.”

» “Because I know we have openly 

gay people in high positions.” 

» “Have seen examples of people 

who are promoted regardless of 

sexual orientation.”
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Assessing Organizational Maturity
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Global Diversity and Inclusion Benchmarks©

Standards that support an

organization’s development and

implementation of Diversity and

Inclusion strategies.

• 4 groups.  

• 14 categories.

• 5 levels in each category.

Level 5 = best practice.
Source: The Centre for Global Inclusion 2017



GDIB five levels of progress
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5

4

3

2

1

BEST PRACTICE - Demonstrating current best practices in D&I; 

exemplary for other organizations globally.

PROGRESSIVE - Implementing D&I systemically; showing 

improved results and outcomes.

PROACTIVE - A clear awareness of the value of D&I; starting to 

implement D&I systemically.

REACTIVE - A compliance mindset; actions are only taken in 

compliance with relevant laws and social pressures.

INACTIVE - No D&I work has begun; diversity and a culture of 

inclusion are not part of organizational goals.



Organizational Maturity – Key Findings

Summary of results for GDIB Maturity Analysis and Community Growth 

Assessment
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• The City is in the Progressive Stage of Diversity and Inclusion 

development in the areas of recruitment, development, 

compensation and benefits.

• The City is in the Reactive Stage of Diversity and Inclusion 

development in the areas of assessments, communications and 

sustainability.

• The City is in the Proactive Stage of Diversity and Inclusion 

development for the GDIB Foundation group and the GDIB External 

group. 

• The City has an overall Proactive Employer Inclusivity Index score 

of 34.0%.



Organizational Maturity – Key Findings

Summary of results for GDIB Maturity Analysis and Community Growth 

Assessment
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• The City of Markham, The City of Mississauga, and The City of 

Surrey undertake a wide range of Diversity and Inclusion initiatives.

o As they are comparator cities, these examples can serve as 

illustrations of the types of Diversity and Inclusion initiatives The 

City of Brampton may consider in the future.  

An additional reference source: A guide for municipalities 2015 report outlines promising and 

successful practices that municipalities can implement to increase equity and inclusion. 



Next Steps 
Recommendations

Workplace D&I Strategy
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Recommendations

Key Recommendations

1. Communicate openly to all relevant stakeholders the results of the Current 

State Inclusivity Assessment. 

2. Develop and implement a holistic Diversity and Inclusion Strategy 

informed by a change management approach, with a strong focus on 

leader, manager, and people development. 

3. Create an organization-wide level-set in understandings of Diversity and 

Inclusion through communications, learning and development approaches 

to address: 

• Inclusion gaps of under-represented groups.

• Perceptions and experiences of harassment, discrimination and bias.

• Perceptions of nepotism, low levels of fairness, and structural barriers.

• CLT’s lack of understanding of structural barriers and the misalignment between 

CLT and employees’ perceptions of inclusive leadership. 

4. Improve and enhance accountability mechanisms.
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Strategic Planning

We have engaged the City’s Steering Committee to co-create your 

Workplace Diversity and Inclusion strategy.
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D&I Strategy 

Document 

Development

Preparing strategy 

document for review 

and presentation to 

council

Finalize 

Strategy

Session 2

“Tactical Session”

Identifying actions,  

timelines and 

accountabilities

Tactics

Development

Session 1

“Visioning Session”

Refining and finalizing 

Vision, Mission, Priority 

Areas and Strategic 

Goals

Visioning 

Session

STRATEGIC PLANNING (SP)

Diversity and Inclusion Strategy Development.



Workplace D+I Strategy 

and Five-Year Work Plan

Vision

A diverse and inclusive environment where our 

people thrive.

Mission 

We will foster an inclusive culture that engages, 

develops and celebrates our people and attracts a 

diverse workforce.
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D+I Strategy – Priority Areas

Celebrate our 
uniqueness and our 
shared successes by 
upholding our values of 
trust, integrity, 
courage, and 
compassion.

Develop awareness 
and ability of all 
employees 
for diversity and 
inclusion to thrive.

Foster a more 
inclusive 
environment 
where individuals 
say, stay, and 
strive.

Grow a diverse 
workforce reflective 
of the community 
we serve.

Attract Engage

CelebrateDevelop
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Strategic goal: Grow a diverse workforce reflective of the 
community we serve.

Goals for Strategic Priority 1:

• Policies, practices and programs affecting recruitment, 
selection and advancement are free from structural barriers, 
transparent and equitable. 

• Programs and initiatives support the expansion of diversity with 
a focus on underrepresented groups including senior 
leadership throughout the organization.

• Hiring teams have increased competency to understand and 
address bias in their decision making.

Strategic Priority Area 1: Attract

59Canadian Centre for Diversity and Inclusion



Strategic Priority Area 2: Engage

Strategic goal: Foster a more inclusive environment where 
individuals say, stay, and strive.

Goals for Strategic Priority 2:

•Diversity and Inclusion learning and awareness programs 
grow the trust and confidence of employees throughout 
our organization.

•Employees have the opportunity to actively contribute and 
participate in workplace diversity and inclusion efforts. 

•Our policies, practices, procedures, and pathways to 
resolution are equitable and free from barriers.
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Strategic goal: Develop awareness and ability of all 
employees for diversity and inclusion to thrive.

Goals for Strategic Priority 3:

•A fulsome Diversity and Inclusion learning strategy is 
implemented across the organization. 

•Employees can identify and address structural barriers.

•Employees have equitable access to learning, 
development and advancement opportunities.  

•Performance Management Program establishes 
accountabilities for People Leaders. 

Strategic Priority Area 3: Develop
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Strategic Priority Area 4: Celebrate

Strategic goal: We will celebrate our uniqueness and our 

shared successes by upholding our values of trust, 

integrity, courage, and compassion.

Goals for Strategic Priority 4: 

•Workplace activities and programs that recognize and 

celebrate diversity in our workforce.

•Employees to talk, share, celebrate successes and 

identifies opportunities to strengthen Diversity and 

Inclusion and improve integration across the organization.
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Work Already Underway

Some examples include:

• Policy modernization with D+I lens

• Improved accountability mechanisms around hiring of 
relatives

• Acquire and implement new Applicant Tracking System

• Continue to grow learning programs currently offered 
(Unconscious Bias, Diversity + Inclusion fundamentals, 
Mitigating Bias In the Hiring Process)

• Communication strategy for implementation of Workplace 
D+I Strategy

• Establish internal webpage as a resource to bolster 
engagement
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Work Plan Initiative Highlights

Some examples include:

• Enhanced integration of youth into workforce

• Continue with learning and development

• Formal exit interview program

• Employee Resource Groups

• Workplace Diversity + Inclusion Committee

• Leadership development program

• Safe space program
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Recruiting and Retaining Top Talent Policy  

Highlights

•Concepts and language updated to promote diversity, 

equity and inclusion (e.g. added definition of chosen 

family). 

•New restrictions on hiring of relatives

•Supporting the policy is a key program update which 

ensures that all vacancies, whether permanent or 

temporary greater than one year, must be recruited to 

provide greater opportunities for employees to compete 

and improve equity in the hiring and advancement 

process. Written approval required to fill vacancy through 

alternate means.
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About the Canadian Centre for Diversity and Inclusion. 

The Canadian Centre for Diversity and Inclusion (CCDI) has a mission to help the organizations 

we work with be inclusive, free of prejudice and discrimination – and to generate the awareness, 

dialogue and action for people to recognize diversity as an asset and not an obstacle. Through 

Learning, Consulting, and Measurement and Analytics, we’re helping Canadian employers 

understand their diversity, plan for it, and create inclusion. 

CCDI’s leadership has a proven model that has cultivated trust as an impartial third party. Our 

expertise is focused on the topics of inclusion that are relevant in Canada now and the regional 

differences that shape diversity. 

A charitable organization that thinks like a business, we have created a niche with our 

innovative research technology and data analysis that brings a deeper understanding of 

Canadian diversity demographics and mindsets at any given moment. 

CCDI is grateful for the support of our 250+ Employer Partners across Canada. For inquiries, 

contact Nyla Camille Guerrera at nyla.camille@ccdi.ca or (416) 968-6520 x112. 

 

CCDI’s Experience Assessing Organizations. 

CCDI has become Canada’s trusted advisor and the leading organization in Canada in 

analyzing workplaces through a Diversity and Inclusion perspective.  

In 2013, CCDI conducted Canada’s first benchmarking study on effective practices for diversity 

measurement in Canadian organizations. 

Since then, CCDI has conducted various types of assessments for over 80 organizations and 

has developed Diversity and Inclusion Strategies for over twenty-five organizations in the private 

sector, the public sector, as well as for non-profit organizations.  Further, through the 

Employment Equity module of our Diversity Meter Census and Inclusion Survey, CCDI provides 

coaching to employers who are bound by Employment Equity legislation to submit reporting 

under the Legislated Employment Equity Program (LEEP) and the Federal Contractors Program 

(FCP).  

At the same time, CCDI has developed and delivered hundreds of Learning Solutions products 

including e-learning, instructor-led training, and coaching on a wide range of topics for 

organizations across Canada 

 

http://www.ccdi.ca/
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Why Diversity and Inclusion? 

Why are Diversity and Inclusion integral to workplaces today?  

Human rights and justice demand it. 

First, it is necessary to actively promote Diversity and Inclusion in accordance with human rights 
and justice. While it is easy to believe that every person gains employment because of their 
skills and talent, structural barriers (such as sexism, ableism, ageism, racism, and homophobia) 
mean that it can be difficult for some to be hired and to advance in the workplace. For example, 
it is next to impossible for a person who lives with a physical disability to work in a non-
accessible environment. Removing structural barriers in the workplace requires continuous 
assessment, monitoring and evaluation of Diversity and Inclusion experiences to identify groups 
that may be adversely impacted by these barriers. Additionally, conducting regular assessments 
serves to inform effective strategies that aim to improve workplace equity and inclusion.  

Employees are more engaged. 

The Diversity and Inclusion mix is about capturing the uniqueness of individuals and creating 
an environment that values and respects them. A diverse and inclusive organization not only 
has a heterogeneous workforce, but also values each individual for their unique contributions, 
and meets them where they are at. This means ensuring that employees do not have to engage 
in “covering” behaviour, downplaying who they really are for fear of being judged, excluded, or 
actively discriminated against1.  

Research also supports the business case for promoting Diversity and Inclusion. A few 
examples of these beneficial impacts include the link between Diversity and Inclusion policies 
and attracting, retaining, and engaging employees. If diverse candidates perceive a workplace 
as alienating, they are less likely to join that environment2. This climate can prevent 
organizations from finding diverse candidates. 

Likewise, disengaged employees are more likely to take days off or leave their jobs entirely, 
which can translate into high costs. Similarly, lack of inclusion for employees with diverse needs 
can also lead to “presenteeism”, where employees are physically present but are distracted by 
unaddressed physical or emotional tolls. It is estimated that presenteeism and absenteeism 
contribute to $6 billion in annual losses in Canada3.  

Higher organizational performance is supported. 

Several studies indicate that Diversity and Inclusion leads to higher organizational performance. 
In one study, Deloitte found that when employees believe their organization to be committed to 

                                                

 

 

 

1  Bourke, J., Smith, C., Stockton, H., & Wakefield, N., (2014). 
2  Bourke, J., Smith, C., Stockton, H., & Wakefield, N., (2014). 
3  May, K., (2014).  
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Diversity and Inclusion, they are 80% more likely to state that they provide great customer 
service, share diverse ideas to develop innovative solutions, and work collaboratively to achieve 
their goals4. Deloitte5 and Kochan et al.6 found that diversity is most strongly associated with 
high organizational performance when there are practices in place that actively aim to integrate 
employees. They further found that a diverse and inclusive work environment can double the 
level of engagement of employees who feel included, relative to those who do not. This means 
that a strong focus on both Diversity and Inclusion increases the chances that “an employee is 
likely to stay with their employer, advocate for their employer and go the extra mile” at work7. An 
organization that does not prioritize Diversity and Inclusion is missing out on the gains of a truly 
talented and dedicated workforce. 

Other research has demonstrated that within businesses, gender and racial diversity can help 
companies to increase sales, attract greater numbers of customers, possess greater market 
share, and earn larger relative profits8. Finally, diverse teams understand customers’ and 
clients’ needs better than homogeneous organizations, which often fail to consider different 
perspectives9.  

Inclusive leadership 

Leaders are instrumental in shaping workplace culture. Leaders are viewed as ‘meaning-
makers’ or ‘climate engineers’, as employees rely on their daily interactions with, and cues from, 
their leaders to understand the behavioral expectations in the workplace. In other words, they 
represent and reinforce the practices, policies, and procedures that guide organizations. From 
them, employees develop their own perceptions and attitudes that, in turn, influences their 
conduct in the workplace. The following six (6) traits are drawn from Deloitte’s (2016) research10 
on inclusive leadership: 
 

Trait Definition 

Commitment 

Highly inclusive leaders are committed to diversity and inclusion because these 

objectives align with their personal values and because they believe in the business 

case. 

Courage 
Highly inclusive leaders speak up and challenge the status quo, and they are 

humble about their strengths and weaknesses. 

                                                

 

 

 

4  Ibid.  
5  Deloitte Australia, (2013).  
6  Kochan, T., Bezrukova, K., Ely, R., Jackson, S., Joshi, A., Jehn, K., Leonard, J., Levine, D., Thomas, D. (2003). 
7  Deloitte Australia, (2013).  
8  Herring, C. (2009). 
9  Bourke, J., Smith, C., Stockton, H., & Wakefield, N., (2014).  
10  Bourke, J., Dillon, B. (2016). This leadership framework was developed using data collected from 1,000 global 

leaders, interviews with 15 leaders and subject matter experts, and a survey of 1,500 employees on their 
perceptions of inclusion. 
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Trait Definition 

Cognizance of 

Bias 

Highly inclusive leaders are mindful of personal and organizational blind spots and 

self-regulate to help ensure “fair play.” 

Curiosity 
Highly inclusive leaders have an open mindset, a desire to understand how others 

view and experience the world, and a tolerance for ambiguity. 

Cultural 

intelligence 
Highly inclusive leaders are confident and effective in cross-cultural interactions. 

Collaboration 
Highly inclusive leaders empower individuals as well as create and leverage the 

thinking of diverse groups.  

 
 
This framework shows how traditional notions of 
leadership are changing to include new attitudes and values that contribute to success in 
today’s diverse organizations.  

Inclusive leadership promotes an inclusive organizational culture 

Inclusive leadership is tied to organizational culture. The research tells us that organizational 
culture is another driver of behaviour and organizational effectiveness11. Organizational culture 
is a dynamic process that is produced and reproduced over time12 and has an influence on the 
functionality of the workplace. Culture provides the guidebook for behavior in the workplace, as 
it conveys shared values and beliefs, which are used by all members to give meaning to the 
workplace13. It can be seen or felt in the way that people dress and what symbols or language 
are used for communication. Generally, underlying assumptions are only understood after one 
has spent some time immersed in the culture. In other words, there are unwritten rules of how 
things happen in the organization, and those rules determine what behaviours are expected, 
supported and rewarded. Another indication of organizational culture is the stated organizational 
values. However, much of organizational culture is not overtly stated.  

Organizational maturity 

Evaluation methods are critical for measuring success of any programming. CCDI promotes the 
use of the Global Diversity and Inclusion Benchmarks: Standards for Organizations Around the 
World (GDIB) to support organizations globally in the development and implementation of 
Diversity and Inclusion best practices. There are several key reasons why assessing Diversity 
and Inclusion maturity is critical: 

» Realize the depth, breadth, and integrated scope of Diversity and Inclusion practices; 

                                                

 

 

 

11  Tsai, Y (2011); Whitfield, G., & Landeros, R (2006). 
12  Whitfield, G., & Landeros, R (2006). 
13  Ibid. 

Figure 1:Six traits of inclusive leaders. (Deloitte 2016) 
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» Assess the current state of Diversity and Inclusion; 
» Determine strategy, and; 
» Measure progress in managing diversity and fostering inclusion. 

Organizational reputation 

Organizations shape their brand to enhance their value proposition for the publics they serve. 
The importance of effective branding cannot be overstated, as it defines an organization’s core 
mission to both employees and the public. Behaviours that are consistent with the desired 
reputation will enhance the relationship with stakeholders, whereas behaviours that are 
inconsistent can ultimately be damaging. The objective must be to ensure that all internal, as 
well as outwardly-facing actions are consistent with the desired character of The City. 

Overall, Diversity and Inclusion initiatives in workplaces are not only imperative for the active 
promotion of human rights and justice in Canada. They are also vital for organizations that wish 
to harness the talent and potential of a diverse labour force and improve their overall 
performance in a global economy. Measuring that impact of these initiatives is the imperative 
next step. 

http://www.ccdi.ca/
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Methodology 

Current State Inclusivity Assessment – Data Capture and Analysis Methods 

CCDI conducted a Current State Inclusivity Assessment of The City’s Diversity and Inclusion 

profile with the aim of identifying accomplishments, areas of opportunity, and recommendations 

that will help The City’s develop Diversity and Inclusion strategies and practices. This 

assessment included both quantitative and qualitative data capture methods that provide both 

breadth and depth to understanding the current state of Diversity and Inclusion at The City by 

identifying patterns, gaps, and themes in the data. By integrating the quantitative and qualitative 

findings, we can confidently provide The City with recommendations that aim to develop and 

advance its Diversity and Inclusion profile. Please note, CCDI uses an exploratory research 

approach to identify issues and gaps that may require further investigation. This approach is not 

geared towards identifying causations or correlations. 

CCDI’s data capture methods include the following: 

Diversity Meter – Diversity and Inclusion Survey. CCDI’s Diversity and Inclusion 
Survey is a confidential online survey that asks employees questions on their workplace 
and personal demographics, and their feelings of inclusion at work. Collecting this data 
is central to understanding the diversity profile and inclusion climate within The City. The 
survey launched on January 30th, 2019 and ran until March 1st, 2019. CCDI delivered a 
unique survey link to each employee of The City, resulting in no duplicate surveys. Of 
5,525 employees, 1,587 Respondents completed the survey, providing a completion rate 
of 28.7%.  

Culture Meter – Focus Groups. Conducting anonymous focus groups allows for the 
capture of deeper insights that relate to individuals’ and groups’ experiences of inclusion 
in their workplace as well as factors that may be contributing to experiences of 
exclusion. CCDI conducted 6 virtual anonymous employee focus groups in April 2019. 
Participation in the focus groups was voluntary and The City made efforts to 
communicate about the focus groups to its entire workforce using various 
communication channels (e.g. the corporate intranet, emails, and posters). In total, 98 
employees expressed interest in participating in the focus groups and a total of 21 
employees participated from across the organization, yielding a participation rate of 
21.4%.14 The low participation rate may reflect disengagement or distrust of the process 
among underrepresented employees. 

                                                

 

 

 

14 This participation rate is based on the 98 employees who communicated interest in participating in the focus 

groups and is not based on the total number of employees in The City of Brampton workforce. The low participation 
rate may reflect disengagement or distrust of the process among underrepresented employees. 
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Leadership Growth – Intercultural competency assessments, development 
training and leadership interviews. The City’s Corporate Leadership Team (CLT;13 
persons) underwent intercultural competency assessments and development training 
using the Intercultural Development Inventory (IDI®) instrument. The CLT also 
participated in an executive Diversity and Inclusion bootcamp in July 2018. The 
bootcamp served to highlight the importance of their roles in championing Diversity and 
Inclusion throughout the organization. One-on-one leadership interviews were also 
conducted with all 13 members of the CLT in July 2018. The interviews focused on 
capturing insights on leader’s understandings, attitudes and actions in relation to 
Diversity and Inclusion at their organization.  

Maturity Meter™ – Maturity Meter™ is a quantitative measurement tool that evaluates 

policies, procedures and practices that is based on the GDIB benchmarks. It provides a 

third-party perspective on the progress or maturity of efforts to embed a Diversity and 

Inclusion approach in The City’s processes. The City’s Maturity Meter was conducted in 

April 2019. To assess The City’s organizational maturity as it relates to Diversity and 

Inclusion strategies and practices, we examined the following: 

» The City’s self-assessment15 of their organization’s maturity using the GDIB. 
» The City’s Maturity Meter Survey Results.  

The key findings from this Current State Inclusivity Assessment are categorized under the 
following sections, with the icons shown in the legend below used to highlight key areas of 
focus:  

1. Organizational Culture.  
2. Inclusive Leadership.  
3. Organizational Maturity. 
4. Recommendations. 

By organizing the findings in this way, we can effectively structure the conclusions and 
recommendations by highlighting promising practices as well as gaps and opportunities. This 
helps to provide a compelling argument of how and where a focus on Diversity and Inclusion 
can be beneficial across your organization, to support and sustain both employee growth as well 
as organizational growth. 
 

Presentation of Assessment Results 

The results of the Current State Inclusivity Assessment Report, and high-level 
recommendations for the Strategy, were presented to The City’s Strategic Leadership Team.  

                                                

 

 

 

15 Several members of The City’s project team completed an organizational self-assessment using the GDIB in May 

2019. 
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Development of the Diversity and Inclusion Strategy Document  

CCDI conducted two strategy working sessions with The City’s Working D&I Steering 
Committee (“Steering Committee”). During the first session, the Steering Committee 
developed the mission and vision statements, priority areas, and the overarching strategic 
goals of the strategy. During the second strategy session, the Steering Committee identified 
key Actions that support the overarching strategic goals, and identified timelines and 
accountabilities, and budget impact. Subsequently the Steering Committee identified KPIs 
and metrics to track progress against the action items. This information is presented in the 
Strategy Action Plan section of this document. 
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Executive Summary of Key Findings 

The City has made an important investment in the organization’s Diversity and Inclusion journey 

by embarking upon this Current State Inclusivity Assessment and Strategic Planning project. 

Significant investments of The City’s time, people, financial, and logistical/systems resources 

were required for the success of this project.   

The findings in this report were derived from an extensive data collection process involving a 

review of The City’s policies, a review of the maturity of The City’s current Diversity and 

Inclusion initiatives, a workforce census and inclusion survey, focus groups with different 

employee groups, as well as interviews and cultural competence assessments with The City’s 

Corporate Leadership Team (CLT).   

After a triangulated analysis of all data collected in this project, we have identified 

accomplishments related to Diversity and Inclusion at The City, as well as some key areas of 

opportunity, which are outlined below. Identifying the areas of accomplishment helps the 

organization to continue to build on current momentum. Identifying the areas of opportunity 

helps the organization to develop a data driven strategy to focus on the issues that are most 

pertinent.   

 

Accomplishments 

 

» Some of the CLT members indicated a good understanding that Diversity and Inclusion 
extends beyond visible factors such as gender and race.  

» CLT members are beginning to understand issues of equity and systemic barriers.  
» Approximately 23% the CLT members are operating from an Acceptance mindset from a 

cultural competency lens as assessed by the IDI®. 
» Diversity and Inclusion is integrated into The City’s business strategy and Our DNA. 
» Qualitative and quantitative goals are being developed that include input from a variety of 

internal and external stakeholders.  
» Achievements in the GDIB Category 5 – Benefits, Work-Life Integration, and Flexibility, 

including one benchmark at the Best Practice level. 

 The City offers many health and wellness benefits and programs.  

 Accessibility and accommodation for religious practices, persons with disabilities, and 
other special needs are accepted. 

» Achievements at the Progressive level for the GDIB Category 6 – Job Design, 
Classification and Compensation. These include: 

 Generous parental leave top-up to 75% of salary for 26 weeks.  

 A rigorous job classification system. 
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Areas of Opportunity 

Inclusive Organizational Culture – Summary of Diversity and Culture Meter Results 

 

 

 

 

 

  

FINDING 1.1: 10 out of 12 inclusion indicators received low or very low agreement scores. 

FINDING 1.2: Lower inclusion findings for underrepresented groups; LGB2sQ+ persons and 
Black persons reported notably lower feelings of inclusion compared to Heterosexual and 
Non-Black persons. 

FINDING 1.3: Senior Leaders reported the highest agreement rates for all inclusion 
indicators. 

FINDING 1.4: Employees indicated low perceptions of inclusive leadership and 
management, and concerns about leadership’s understanding, commitment, and support for 
Diversity and Inclusion.  

FINDING 1.5: Employees who participated in the survey and focus groups indicated 
perceptions of structural barriers including nepotism and bias, lack of recognition, support, 
and accommodation, inconsistent opportunities for training and development, and varying 
applications of policies. 

FINDING 1.6: Employees perceive several types of bias and discrimination. 

FINDING 1.7: Employees indicated low trust/confidence in management and Human 
Resources for resolving Diversity and Inclusion issues. 

FINDING 1.8: There is a need for Diversity, Equity, and Inclusion programs. 
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Inclusive Leadership – Summary of Intercultural Competency Assessments and Leadership 

Interview Results 

 

Organizational Maturity – Summary of Findings / – Summary of Diversity and Culture Meter 

Results 

 

 

 

 

 

 

 

 

 

 

 

FINDING 2.1: In defining inclusive leadership, the CLT emphasized ‘collaboration’ but lacked 
an emphasis on ‘courage’. 

FINDING 2.2: The CLT demonstrates an understanding that diversity goes beyond factors 
such as race and gender, however some comments are reflective of a Minimization mindset. 

FINDING 2.3: The CLT defined inclusion as an outcome where everyone has access and 
barriers are removed, or as a sense of value and belonging. 

FINDING 2.4: The CLT – in aggregate – is operating from a Minimization mindset as 
assessed by the IDI®. 

FINDING 2.5: 46.2% of the CLT are operating from a Minimization mindset which 
overemphasizes similarities instead of acknowledging and valuing differences. 

FINDING 2.6: 23.1% percent of the CLT are in Acceptance.   

FINDING 2.7: The CLT demonstrates a lack of understanding of structural barriers. The is a 
notable misalignment between the CLT and employees’ perceptions of fairness, ‘isms’, and 
barriers to training, development, advancement and job opportunities. 

FINDING 2.8: The CLT supports an ongoing commitment to promoting leadership’s Diversity 
and Inclusion development and assessing and advancing Diversity and Inclusion practices 
and strategies. 

FINDING 3.1: The City received a Maturity Meter score of 34.0%; this indicates The City is in 
the Proactive Stage of Diversity and Inclusion development.  

FINDING 3.2: The City received a GDIB Foundation group sub-score of approximately 31%; 
this indicates The City is in the Proactive Stage of Diversity and Inclusion development in the 
areas of organizational leadership, vision and structure.  

FINDING 3.3: The City received a GDIB Internal group sub-score of approximately 52%; this 
indicates The City is in the Progressive Stage of Diversity and Inclusion development in the 
areas of recruitment, development, compensation and benefits. 

FINDING 3.4: The City received a GDIB Bridging group sub-score of approximately 18%; 
this indicates The City is in the Initial Stage of Diversity and Inclusion development in the 
areas of assessments, communications and sustainability. 

FINDING 3.5: The City received a GDIB External group sub-score of approximately 31%; 
this indicates The City is in the Proactive Stage of Diversity and Inclusion development in the 
areas of social responsibility, product and services development, marketing and customer 
service and supplier diversity. 
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Recommendations 

 

 

 

 

 

 

 

 

 

 

 

1. Communicate openly to all relevant stakeholders the results of the Current State 
Inclusivity Assessment.  

 
2. Develop and implement a holistic Diversity and Inclusion Strategy informed by a 

change management approach, with a strong focus on leader, manager, and people 
development. Ensure the following: 

a. Include Diversity and Inclusion as guiding principles in The City initiatives and 
planning. 

b. Continue to develop diversity, equity, and inclusion awareness and cultural 
competence of the CLT and managers. 

c. Establish a senior-ranking position responsible for implementing a Diversity 
and Inclusion Strategy and ensure appropriate people and budgetary 
resources. 
 

3. Create an organization-wide level-set in understandings of Diversity and Inclusion 
through communications, learning and development approaches to address:  

a. Inclusion gaps of under-represented groups, with a focus on groups who 
reported the lowest inclusion experiences (LGB2sQ+, black persons, women, 
Indigenous persons, and persons with a disability). 

b. Perceptions and experiences of harassment, discrimination and bias. 
c. Perceptions of nepotism, low levels of fairness (accommodation support, 

flexible work options), and structural barriers. 
d. Misalignment between CLT and employees’ perceptions of inclusive 

leadership.  
 

4. Improve and enhance leadership awareness and accountability mechanisms for 
diversity, equity, and inclusion initiatives with a focus on structural barriers. 
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Alignment with The City of 

Brampton’s “Living our DNA” 

and Corporate Values 



 
 
 

 

Alignment with The City’s Mission, Vision and Values.   

Vision:  

A diverse and inclusive environment where our people thrive. 

Mission:  

We will foster an inclusive culture that engages, develops and celebrates our people and 

attracts a diverse workforce. 

Alignment of The City’s Values with the Diversity and Inclusion Strategy 

The City’s Values Alignment with D&I Strategy 

Courage 

Curious. Determined. Resilient. 

Bold. 

 

Courage is more than bold, brave 

acts like jumping out of a plane. 

Courage can be quiet, curious, 

determined and resilient. Sometimes 

being patient takes more courage 

than charging ahead.  

The Diversity and Inclusion Strategy will review 

policies, practices, programs affecting recruitment, 

selection, and advancement for structural barriers, 

transparency, and equity. The City will develop all 

employees by raising their awareness of structural 

barriers and establishing accountabilities to effectively 

implement a Diversity and Inclusion Strategy. 

  

Trust 

Respectful. Vulnerable. Humble. 

 

When we give trust, we are 

vulnerable. When we receive trust, 

we are respected. Trust is an 

investment… it’s both an act of 

humility and a demonstration of 

confidence.  

The Diversity and Inclusion Strategy will grow the trust 

and confidence of employees by continuing to deliver 

of diversity and inclusion awareness programs and by 

ensuring that policies, practices, and pathways to 

resolution are equitable and free from barriers. 

 

 

Compassion 

Considerate. Humanistic. Patient. 

 

True compassion is not about pity. 

Compassion inspires us to solve, 

help, grow. Compassion helps us to 

be open to perspectives and points 

of view. It moves us to respect 

diverse ideas and histories. There’s 

a reason “passion” is part of the 

word! 

The Diversity and Inclusion Strategy will focus on 

attracting and growing a diverse workforce reflective 

of the community The City of Brampton serves. This 

will allow for an expansion of underrepresented 

groups throughout the organization and in leadership 

and will align with The City’s value of compassion, 

which helps the organization be open to diverse 

perspectives and points of view. The Strategy will also 

focus on increasing the competency of hiring teams 

through awareness and bias reduction to improve 

decision making capacity.  
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The City’s Values Alignment with D&I Strategy 

Integrity 

Authentic.  Transparent. Principled. 

Honest. 

 

Integrity is about being authentic, 

transparent and principled. We can 

use our hearts and minds to align 

our thinking, feelings, mindset and 

actions. This is when we see 

honesty, clarity and consistency at 

its best. With integrity, we walk our 

talk. With integrity, we bring our very 

best. 

The Diversity and Inclusion Strategy aims to create 

opportunities for employees to talk, share, celebrate 

successes, and identify opportunities to strengthen 

diversity and inclusion and improve integration across 

the organization. Further, The City will provide 

employees with an opportunity to actively contribute to 

and participate in workplace diversity and inclusion 

efforts.  
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The City’s Diversity and 
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Diversity and Inclusion Strategy 

Vision 

A diverse and inclusive environment where our people thrive. 

 

Mission 

We will foster an inclusive culture that engages, develops and celebrates our people and 

attracts a diverse workforce. 

 

Priority Areas and Strategic Goals for the Strategy 

1. Attract 

Strategic goal: Grow a diverse workforce reflective of the community we serve. 

Goals for Strategic Priority 1: 

 Policies, practices and programs affecting recruitment, selection and advancement 

are free from structural barriers, transparent and equitable.  

 Programs and initiatives support the expansion of diversity with a focus on 

underrepresented groups including senior leadership throughout the organization. 

 Hiring teams have increased competency to understand and address bias in their 

decision making. 

 

2. Engage 

 

Strategic goal: Foster a more inclusive environment where individuals say, stay, and 

strive. 

Goals for Strategic Priority 2: 

 Diversity and Inclusion learning and awareness programs grow the trust and 

confidence of employees throughout our organization. 

 Employees have the opportunity to actively contribute and participate in workplace 

diversity and inclusion efforts.  

 Our policies, practices, procedures, and pathways to resolution are equitable and 

free from barriers. 

 

3. Develop 

Strategic goal: Develop awareness and ability of all employees for diversity and 

inclusion to thrive. 
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Goals for Strategic Priority 3: 

 A fulsome Diversity and Inclusion learning strategy is implemented across the 

organization  

 Employees can identify and address structural barriers 

 Employees have equitable access to learning, development and advancement 

opportunities   

 Performance Management Program establishes accountabilities for People Leaders   

 

4. Celebrate 

Strategic goal: We will celebrate our uniqueness and our shared successes by 

upholding our values of trust, integrity, courage, and compassion. 

 
Goals for Strategic Priority 4:  

 Workplace activities and programs that recognize and celebrate diversity in our 

workforce. 

 Employees to talk, share, celebrate successes and identifies opportunities to 

strengthen Diversity and Inclusion and improve integration across the organization.. 
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D&I Strategic Priority 1: Attract 
 

Attract  
Grow a diverse workforce reflective of the community we serve.  

Goals for Strategic Priority 1:  
 Policies, practices and programs affecting recruitment, selection and advancement are free from structural 

barriers, transparent and equitable.  

 Programs and initiatives support the expansion of diversity with a focus on underrepresented groups including 
senior leadership throughout the organization. 

 Hiring teams have increased competency to understand and address bias in their decision making. 
 

# Action 2019 2020 2021 2022 2023 2024 

1.1 Review recruitment process and establish accountability mechanisms  

1.1.1 Improve accountability mechanisms for hiring of 

relatives, including identifying circumstances 

when relatives are not eligible for employment 

* *   
  

1.1.2 Review departmental part-time hiring program 

and assess and implement program to enhance 

transparency and equity. 

 * *  
  

1.2 Integrate Diversity and Inclusion practices in recruiting process and communications.  

1.2.1 Review and enhance job posting language and 

template through a D&I lens as new postings 

come up. 

 * * * * * 

1.2.2 Review recruitment process for barriers, biases, 

and/or unintended inequities and implement 

enhancements.  

 * * *   

1.2.3 Ensure Accessibility information is provided in all 

recruiting documents and communications. 

 *     

1.2.4 Revise existing employer brand in recruitment 

processes to ensure it aligns with and supports 

diversity and inclusion messaging. 

  * * *  
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# Action 2019 2020 2021 2022 2023 2024 

1.3 Establish Diversity outreach recruitment goals  

1.3.1 Implement new Applicant Tracking System that 

will allow diversity dimensions of candidates to 

be tracked and reported. 
* * * *   

1.3.2 Develop a D&I Multi-Year Recruitment Outreach 

Plan with a focus on structural barriers linked to 

the following: ageism, gender bias and 

discrimination, racial and ethnic 

bias/discrimination, religious bias, and 

homophobia/ableism.  

 * *    

1.3.3 “Community interfacing”. Establish partnerships 

with diverse recruitment sites and agencies to 

promote job postings in these external networks 

and attract diverse candidates through various 

diversity-focused platforms and community 

outreach activities. 

 * * * * * 

1.3.4 Partner with organizations dedicated to hiring 

women, racialized people, newcomers, People 

with Disabilities, LGBT2sQ+, and Indigenous 

populations,    * * * * * 

1.3.5 Instruct recruitment, staffing, or sourcing firms to 

provide a diverse slate of candidates for every 

opportunity. 
 * * * * * 
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# Action 2019 2020 2021 2022 2023 2024 

1.3.6 Enhance the integration of youth and new talent 

into the workforce through: 

 the growth of co-op placements and 

internships.   

 Introduction of programs to support the 

development of a future talent pool). 

 * * * * * 

1.3.7 Monitor the demographic representations of 

underrepresented groups.      * * 

 
 
 
D&I Strategic Priority 2: Engage 
 

Engage 
Foster a more inclusive environment where individuals say, stay, and strive.  

Goals for Strategic Priority 2: 
 D&I learning and awareness programs grow the trust and confidence of employees throughout our organization. 

 Employees have the opportunity to actively contribute and participate in workplace diversity and inclusion efforts.  

 Our policies, practices, procedures, and pathways to resolution are equitable and free from barriers. 

  

# Action 2019 2020 2021 2022 2023 2024 

2.1 Provide resources to improve Diversity and Inclusion awareness and learning 

2.1.1 Develop and implement a fulsome employee 

communications strategy for the implementation 

of the D&I Strategy. 

* * * * * * 

2.1.2 Raise awareness of zero tolerance for sexual 

harassment, racism, homophobia, etc. and 

communicate potential repercussions/ 

consequences.  

 

* * * * * 

2.1.3 Raise employees’ awareness on myths related 

to diversity and inclusion i.e.:   

 * * *   
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# Action 2019 2020 2021 2022 2023 2024 

 Transparency on recruitment and 
succession processes  

 The myth that “diversity = unqualified” (Myth 
of meritocracy) 

 

2.1.4 

Establish internal webpage as a resource to 

bolster engagement and/or development by 

raising awareness of initiatives and development 

opportunities within the organization.  

* * * * * * 

2.1.5 Establish a position primarily responsible for 

implementing a Diversity and Inclusion Strategy 

and ensure appropriate people and budgetary 

resources. 

 * * * * * 

2.2 Create opportunities for employees to actively participate and share experiences in workplace diversity 

and inclusion efforts  

2.2.1  Share Current State Inclusivity Assessment 

Report (prepared by CCDI) publicly as part of 

Council reporting process. Develop 

communication plan for internal communications 

of the report.   

* *     

2.2.2 Include D&I strategy and learning in onboarding 

process.  

 * * * * * 

2.2.3 Develop an exit interview program that includes 

a D&I component to collect valuable feedback 

from departing employees. 

 *     

2.2.4 Establish Employee  

Resource Groups 

 Establish champions 

 Establish framework 

 Provide resources 
 
 

 

 * * * * * 

2.2.5 Conduct follow up focus groups with employees 

who reported lowest reported inclusion 

 * * * * * 
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# Action 2019 2020 2021 2022 2023 2024 

experiences (below), and investigate potential 

remedies: 

 LGB2sQ+ persons 

 Black persons 

2.2.6 Establish facilitated/guided mentoring programs 

to connect: 

 Long-tenure employees with newer 
employees.  

 Senior leaders with employees with diversity 
dimensions. 

  * *   

2.2.7 Conduct Employee Survey’s and Census 

 Conduct follow up workforce census  

 Conduct employee engagement surveys 

with a D+I framework and  with 

consideration for demographic 

questions 

 Conduct regular plus surveys  

 Enhance learning and development 

feedback surveys 

  *   * 

2.2.8 Create a Corporate Workplace Diversity and 

Inclusion Committee with representation from 

each operating department to assist in the 

planning and implementation of workplace 

diversity and inclusion activities at the corporate 

and departmental levels.  

 * * * * * 

2.2.9 Assess opportunities to expand and promote 

inclusive spaces such as quiet rooms. 

 * * * * * 

2.3 Remove barriers and enhance process related to accommodation and conflict resolution 

2.3.1 Review accommodation policies/practices  

 Disability (physical & mental health, etc.) 

 Other accommodations 

 * * * * * 

2.3.2 Create equitable guidelines for flexible work 

arrangements, and assess opportunities for 
 * * * * * 
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# Action 2019 2020 2021 2022 2023 2024 

creating flexibility, dependent on job 

requirements and collective agreements.  

2.3.3 Review conflict resolution practices/mechanisms 

to ensure that paths to resolution are equitable 

and free from barriers, with attention to 

harassment and discrimination to ensure 

consistency and accountability 

 * *    

2.3.4 Create Sponsorship Programs for employees.   * * * * 

2.3.5 Conduct accessibility audit of internal 

documents/ websites and create improvement 

plan, prioritizing most accessed sites / 

documents.  

  *    
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D&I Strategic Priority 3: Develop 

Develop 
Develop awareness and ability of all employees for diversity and inclusion to thrive.  

Goals for Strategic Priority 3: 
 A fulsome D+I  learning strategy is implemented across the organization  

 Employees can identify and address structural barriers 

 Employees have equitable access to learning, development and advancement opportunities   

 Performance Management Program establishes accountabilities for People Leaders   
 

 

# Action 2019 2020 2021 2022 2023 2024 

3.1 Identify, develop and deliver Diversity and Inclusion learning programs   

3.1.1 Roll out D&I blended learning curriculum.  

Include content on specific issues around 

diversity such as microaggressions, Indigenous 

inclusion, LGBT2sQ+ inclusion, diversity of 

thought, racism, sexism, accessibility, mental 

health, etc. 

 * * * * * 

3.1.2 Develop and implement a “D&I Guidebook”  to 

help employees apply a D&I lens to their work 

with a focus on learning and development, policy 

development, service delivery, community 

engagement, etc.  

  * * * * 

3.1.3 Provide mitigating bias in hiring training to all 

recruiting staff and people leaders.  

* * * * * * 

3.1.4 Expand unconscious bias learning program to 

address nepotism, equity, and structural 

barriers. 

* * * * * * 

3.1.5 Include D&I in leadership development program, 

including a focus on structural barriers. 

 
* * * * * 

3.1.6 Develop training for leaders on workplace 

accommodations. 

  *    

3.1.7 Enhance training for leaders on respect in the 

workplace policy and SOP. 

 * *    

3.2 Enhance access to learning, development and advancement programs and opportunities 
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# Action 2019 2020 2021 2022 2023 2024 

3.2.1 Integrate D&I practices in talent management 

and succession planning processes to promote 

the advancement of underrepresented groups in 

to leadership positions  

 * * * * * 

3.2.2 Expanded cultural competence and inclusive 

leadership training for employees  

 * * * * * 

3.3 Establish performance accountabilities for Diversity and Inclusion Strategy implementation 

3.3.1 Assign performance accountabilities for People  

leaders for implementation of D&I Strategy.  

o 2020 - SLT. 
o 2021 – Senior Managers and Directors 
o 2022 – All People Leaders 

 * * * * * 
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D&I Strategic Priority 4: Celebrate 

Celebrate 
We will celebrate our uniqueness and our shared successes by upholding our values of trust, integrity, courage, and 

compassion. 

Goals for Strategic Priority 4:  
 Workplace activities and programs that recognize and celebrate diversity in our workforce. 

 Employees to talk, share, celebrate successes and identifies opportunities to strengthen D&I and improve 
integration across the organization. 

 

# Action 2019 2020 2021 2022 2023 2024 

4.1 Recognize and celebrate diversity in the workplace  

4.1.1 Showcase stories of success/impacts of 

diversity initiatives, and/or champions 

demonstrating desired culture/behaviours.  

 * * * * * 

4.1.2 Create awareness campaigns and 

screensavers: content reflects celebration 

and engagement opportunities that 

encourage employee participation  

  * * * * 

4.1.3 Expand list of staff for interactions with 

diverse media and stakeholders. 
  * * * * 

4.1.4 Identify new and further existing external 

partnerships and alliances to celebrate a 

diverse and inclusive workforce. 

 * * * * * 

4.1.5 Identify opportunities to recognize 

employees involved in D&I initiatives. 

  *    

4.2 Create opportunities for employees to talk, share, celebrate success, and identify opportunities to 

strengthen diversity and inclusion across the organization 

4.2.1 Explore adding D&I content to corporate 

calendars that harmonizes with annual 

council report and celebration 

opportunities to drive staff engagement. 

  * * * * 
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# Action 2019 2020 2021 2022 2023 2024 

4.2.2 Identify opportunities to participate in 

events and initiatives that celebrate 

diversity and Inclusion 

 * * * * * 

4.2.3 Create and implement a safe space 

program 

 * * * * * 
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Glossary of Terms 

Personal demographic terms 

Disability Status 

 

Persons with a Disability  

Persons with disabilities are those that have a long-term or recurring physical, mental, sensory, 

psychiatric or learning impairment. 
 

Examples of disabilities include, but are not limited to: 
 

» Addiction (e.g. alcohol, drugs, gambling) 

» Chronic condition (e.g. epilepsy, cystic fibrosis, diabetes, multiple sclerosis) 

» Developmental disability (e.g. autism, Down syndrome)  

» Learning disability (e.g. dyslexia, attention deficit hyperactivity disorder (ADHD)) 

» Mental Health condition (e.g. schizophrenia, depression, anxiety) 

» Physical disability (e.g. cerebral palsy, spinal cord injury, amputation) 

» Sensory disability (e.g. hearing or vision loss)  

 

Diversity, Equity, and Inclusion 

 

Diversity  

Diversity is about the individual. It is about the variety of unique dimensions, qualities and 

characteristics we all possess. Diversity is a fact. 

Equity 

A process that begins by acknowledging that barriers and advantages exist and that we don’t all 

start from the same place. Equity is an approach that ensures everyone has access to the same 

opportunities by correcting and addressing the imbalance of barriers and advantages. 

Inclusion  

Inclusion is about the collective. It is about creating a culture that strives for equity and 

embraces, respects, accepts and values difference. Inclusion is a choice.  

 

Gender and Gender identity 

 

Gender 

A broad term encompassing a range of characteristics including physical anatomy, secondary 

sex characteristics that develop at and after puberty, behaviour and conduct, sense of self, and 

clothing. 
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Gender Identity 

Gender Identity is linked to a person’s sense of self, and the sense of being a man, a woman, 

both or neither. This may be different than the gender one was assigned at birth. 

 

Indigenous Status 

  

Indigenous 

Indigenous is a term used in Canada to describe the original inhabitants (or Aboriginal people) 

of Canada and their descendants. Indigenous people in Canada include First Nations, Inuit and 

Métis people. 

 

Sexual Orientation 

 

Bisexual  

A term describing people who are emotionally, romantically, and/or physically attracted to both 

men and women. 

Gay  

A term describing people whose emotional, romantic, and/or physical attraction is to people of 

the same sex or gender. 

Heterosexual (“straight”) 

A term describing people whose emotional, romantic and/or physical attraction is to people of 

the sex or gender opposite of their own. 

Lesbian  

A term describing a woman whose emotional, romantic, and/or physical attraction is to women. 

LGB2sQ+  

A combination of Lesbian, Gay, Bisexual, Two-spirit, and Queer. The ‘+’ is intended to represent 

all other sexually diverse people that do not identify with the terms included.  (i.e. Non-

Heterosexual Orientations).  

Two-spirit 

Traditionally used in Indigenous/Aboriginal cultures, this person was one who had received a 

gift from the Creator – the privilege of housing both male and female characteristics within their 

spirit. Today, it is used to describe First Nations, Inuit and Métis people who also identify as gay, 

lesbian, bisexual, intersex, queer or trans. Two-spirit can refer to a gender identity and/or a 

sexual orientation. 

Queer  

An umbrella term used by some who do not identify with conventional terminology (such as 

bisexual, gay, lesbian, or straight). 
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Race and Ethnicity 

 

Racialized persons 

Racialization is the process by which societies construct Races as real, different and unequal in 

ways that matter to economic, political and social life. In CCDI’s reports, respondents who 

identified within the categories of Asian, Black, Latin/Hispanic, Middle Eastern, or Mixed Race 

are grouped under the term “Racialized persons”. Other terms for racialized used in different 

contexts may include “people of colour” or “visible minority”.  
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Canadian Centre for Diversity and Inclusion (CCDI) 

 
CCDI has a mission to help the organizations we work with be 

inclusive, free of prejudice and discrimination – and to 

generate the awareness, dialogue and action for people to 

recognize diversity as an asset and not an obstacle. Through 

the research, reports and toolkits we develop and our 

workshops, events and workplace consultations, we’re 

helping Canadian employers understand their diversity, plan 

for it and create inclusion. 

CCDI’s leadership has a proven model that’s cultivated trust 

as an impartial third party. Our expertise is focused on the 

topics of inclusion that are relevant in Canada now and the 

regional differences that shape diversity. 

A charitable organization that thinks like a business, we have 

created a niche with our innovative research technology and 

data analysis that brings a deeper understanding of Canadian 

diversity demographics and mindsets at any given moment. 

CCDI is grateful for the support of our over 200 Employer 

Partners across Canada. 

Contact us 

 
Have questions about the benefits of becoming a CCDI 
Employer Partner, or any of our services? Please contact: 
 
Nyla Camille Guerrera 
Senior Director, Partner Relations 
1-416-968-6520 x 112 
nyla.camille@ccdi.ca  
 
 
 
 
 
 
 
 
 
 
 
 

 

 

CCDI is grateful for the ongoing support of our Founding Partners.  

www.ccdi.ca 
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About the Canadian Centre for Diversity and Inclusion. 

The Canadian Centre for Diversity and Inclusion (CCDI) has a mission to help the organizations 

we work with be inclusive, free of prejudice and discrimination – and to generate the awareness, 

dialogue and action for people to recognize diversity as an asset and not an obstacle. Through 

Learning, Consulting, and Measurement and Analytics, we’re helping Canadian employers 

understand their diversity, plan for it, and create inclusion. 

CCDI’s leadership has a proven model that has cultivated trust as an impartial third party. Our 

expertise is focused on the topics of inclusion that are relevant in Canada now and the regional 

differences that shape diversity. 

A charitable organization that thinks like a business, we have created a niche with our 

innovative research technology and data analysis that brings a deeper understanding of 

Canadian diversity demographics and mindsets at any given moment. 

CCDI is grateful for the support of our 200+ Employer Partners across Canada. For inquiries, 

contact Nyla Camille Guerrera at nyla.camille@ccdi.ca or (416) 968-6520 x112. 

CCDI’s experience: assessing organizations. 

CCDI has become Canada’s trusted advisor and the leading organization in Canada in 

analyzing workplaces through a Diversity and Inclusion perspective. In 2013, CCDI conducted 

Canada’s first benchmarking study on effective practices for diversity measurement in Canadian 

organizations. Since then, CCDI has conducted Diversity Census and Inclusion Surveys with 

dozens of organizations across a range of sectors, providing extensive reporting on their 

demographics and inclusion issues.  

Additionally, CCDI has conducted Current State Inclusivity Assessments and developed 

Diversity and Inclusion strategies for more than two dozen organizations in the private sector, 

the public sector, as well as for non-profit organizations. Further, CCDI conducts Employment 

Equity surveys and provides coaching to employers who are bound by Employment Equity 

legislation to submit reporting under the Legislated Employment Equity Program (LEEP) and the 

Federal Contractors Program (FCP).  

CCDI has also developed and delivered hundreds of Learning Solutions products including e-

learning, instructor-led training, and coaching on a wide range of topics for organizations across 

Canada.

mailto:nyla.camille@ccdi.ca
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The intent of this report. 

The intent of this report is to provide meaningful information to The City of Brampton (“The City”) 

about its current state of Diversity and Inclusion. By taking on this initiative with CCDI, the effort 

led by The City, the Corporate Leadership Team (CLT), Human Resources, and all employees 

are going in the right direction in terms of advancing The City’s commitment to Diversity, Equity 

and Inclusion (DEI). This report highlights The City’s accomplishments, as well as key issues 

and identified barriers to inclusion within The City’s internal workforce. The aim is to provide 

information that will help The City develop a data-driven strategy that informs future decisions 

on issues of Diversity and Inclusion in the workplace.  

The recommendations we provide in this report are based on years of experience in the areas 

of learning, assessment and coaching, and measurement and analytics, as well as globally 

recognized benchmarks in Diversity and Inclusion management. In no way is this information 

intended to criticize or denigrate The City. In our experience, similar issues occur within almost 

every organization, to varying degrees.  

Should you have any questions related to the use or release of any information contained in this 

document, please contact: 

Cathy Gallagher-Louisy, 

Senior Director, Consulting and Partnerships 

cathy@ccdi.ca  

mailto:cathy@ccdi.ca
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Why Diversity and Inclusion. 

Why are Diversity and Inclusion integral to workplaces today?  

Human rights and justice demand it. 

First, it is necessary to actively promote Diversity and Inclusion in accordance with human rights 
and justice. While it is easy to believe that every person gains employment because of their 
skills and talent, structural barriers (such as sexism, ableism, ageism, racism, and homophobia) 
mean that it can be difficult for some to be hired and to advance in the workplace. For example, 
it is next to impossible for a person who lives with a physical disability to work in a non-
accessible environment. Removing structural barriers in the workplace requires continuous 
assessment, monitoring and evaluation of diversity, equity, and inclusion experiences to identify 
groups that may be adversely impacted by these barriers. Additionally, conducting regular 
assessments serves to inform effective strategies that aim to improve workplace Diversity, 
Equity and Inclusion.  

Employees are more engaged. 

The Diversity and Inclusion mix is about capturing the uniqueness of individuals and creating an 

environment that values and respects them. A diverse and inclusive organization not only has a 

heterogeneous workforce, but also values each individual for their unique contributions, and 

meets them where they are at. This means ensuring that employees do not have to engage in 

“covering” behaviour, downplaying who they really are for fear of being judged, excluded, or 

actively discriminated against.1 A study2 that surveyed over 3000 employees across 20 

organizations that “value inclusiveness” found that 61% of respondents indicated they were 

feeling overt or implicit pressure to cover. Of the employees who reported pressure to cover, 

66% reported that it significantly undermined their sense of self, and 50% said it diminished their 

sense of commitment at work.  

Research also supports the business case for promoting Diversity and Inclusion. A few 
examples of these beneficial impacts include the link between Diversity and Inclusion policies 
and attracting, retaining, and engaging employees. If diverse candidates perceive a workplace 
as alienating, they are less likely to join that environment.3 This climate can prevent 
organizations from finding or retaining diverse candidates. 

Disengaged employees are also more likely to take days off or leave their jobs entirely, which 
can translate into high costs. Similarly, lack of inclusion for employees with diverse needs can 
lead to “presenteeism”, where employees are physically present but are distracted by 
unaddressed physical or emotional tolls. It has been estimated that presenteeism and 
absenteeism contribute to $6 billion in annual losses in Canada.4  

 
1 Bourke, J., Smith, C., Stockton, H., & Wakefield, N., (2014). 
2 Fear of Being Different Stifles Talent, Harvard Business Review, 2014. https://hbr.org/2014/03/fear-of-being-
different-stifles-talent 

3 Ibid. 
4 May, K., (2014). 
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Higher organizational performance is supported. 

Several studies indicate that Diversity and Inclusion lead to higher organizational performance. 
For example, Deloitte found that when employees believe their organization is committed to 
Diversity and Inclusion, they are 80% more likely to state that they provide great customer 
service, share diverse ideas to develop innovative solutions, and work collaboratively to achieve 
their goals.5 This suggests that diverse teams understand customers’ and clients’ needs better 
than homogeneous organizations, which often fail to consider different perspectives.6 

Deloitte7 and Kochan et al.8 also found that diversity is most strongly associated with high 
organizational performance when there are practices in place that actively aim to integrate 
employees. They further found that a diverse and inclusive work environment can double the 
level of engagement of employees who feel included, relative to those who do not. This means 
that a strong focus on both Diversity and Inclusion increases the chances that “an employee is 
likely to stay with their employer, advocate for their employer and go the extra mile” at work.9 
Other research has demonstrated that within businesses, gender and racial diversity can help 
companies to increase sales, attract greater numbers of customers, possess greater market 
share, and earn larger relative profits.10 Research has also demonstrated that diversity on 
teams reduces risk and increases innovation.11 These findings suggest that an organization that 
does not prioritize both Diversity and Inclusion is missing out on the gains of a truly talented and 
dedicated workforce. 

Additionally, there is an impact to Occupational Health and Safety. Multiple jurisdictions in 
Canada are making the case that exclusion, harassment and discrimination are occupational 
health and safety issues.  In Ontario, Bill 168 explicitly added harassment and discrimination to 
the Occupational Health and Safety Act, and similar legislation has recently been passed or is 
expected in other provinces across Canada. Research bears out the connection as well.  
Gallup conducted an extensive meta-analysis of health and safety data in 2016, involving more 
than 82,000 business units and 1.8 million employees across 230 total organizations. The 
findings were clear: Employees and workplaces with high levels of engagement reported fewer 
workplace accidents than those with lower engagement. In fact, business units among the top 
25% of engaged workplaces saw 70% fewer incidents than those in the bottom 25% of engaged 
workplaces.12 

Inclusive leadership 

Leaders are instrumental in shaping workplace culture. Leaders are viewed as ‘meaning-
makers’ or ‘climate engineers’, as employees rely on their daily interactions with, and cues from, 
their leaders to understand the behavioral expectations in the workplace. In other words, they 
represent and reinforce the practices, policies, and procedures that guide organizations. From 

 
5 Ibid. 
6 Bourke, J., Smith, C., Stockton, H., & Wakefield, N., (2014). 
7 Deloitte Australia, (2013). 
8 Kochan, T., Bezrukova, K., Ely, R., Jackson, S., Joshi, A., Jehn, K., Leonard, J., Levine, D., Thomas, D. (2003). 
9 Deloitte Australia, (2013). 
10 Herring, C. (2009). 
11 The diversity and inclusion revolution: Eight powerful truths. Bourke, J. Deloitte Insights. Jan. 2018, and The Mix 

That Matters: Innovation Through Diversity. BCG. 2017 
12 Why employee engagement is a key factor in overall workplace safety 2018. 

https://www.totalsafety.com/insights/why-employee-engagement-is-a-key-factor-in-overall-workplace-safety/ 
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them, employees develop their own perceptions and attitudes that, in turn, influences their 
conduct in the workplace. The following six (6) traits outlined in the table below are drawn from 
Deloitte’s (2016) research13 on inclusive leadership: 

 

Deloitte Six Traits of Inclusive Leaders 

Trait Definition 

Commitment 
Highly inclusive leaders are committed to Diversity and Inclusion because these 
objectives align with their personal values and because they believe in the business 
case.  

Courage 
Highly inclusive leaders speak up and challenge the status quo, and they are 
humble about their strengths and weaknesses. 

Cognizance of 
Bias 

Highly inclusive leaders are mindful of personal and organizational blind spots and 
self-regulate to help ensure “fair play.” 

Curiosity 
Highly inclusive leaders have an open mindset, a desire to understand how others 
view and experience the world, and a tolerance for ambiguity. 

Cultural 
intelligence 

Highly inclusive leaders are confident and effective in cross-cultural interactions. 

Collaboration 
Highly inclusive leaders empower individuals as well as create and leverage the 
thinking of diverse groups.  

Deloitte Six Traits of Inclusive Leaders. 

This framework shows how traditional notions of leadership are changing to include new 
attitudes and values that contribute to success in today’s diverse organizations.  

Inclusive leadership promotes an inclusive organizational culture 

Inclusive leadership is tied to organizational culture. The research tells us that organizational 
culture is another driver of behaviour and organizational effectiveness.14  Organizational culture 
is a dynamic process that is produced and reproduced over time.15 and has an influence on the 
functionality of the workplace. Culture provides the guidebook for behavior in the workplace, as 
it conveys shared values and beliefs, which are used by all members to give meaning to the 
workplace.16 It can be seen or felt in the way that people dress and what symbols or language 
are used for communication. Generally, underlying assumptions are only understood after one 
has spent some time immersed in the culture. In other words, there are unwritten rules of how 
things happen in the organization, and those rules determine what behaviours are expected, 
supported, punished or rewarded. For example, is there a penalty for candour or honesty within 

 
13  Bourke, J., Dillon, B. (2016). This leadership framework was developed using data collected from 1,000 global 

leaders, interviews with 15 leaders and subject matter experts, and a survey of 1,500 employees on their 
perceptions of inclusion 

14 Tsai, Y (2011); Whitfield, G., & Landeros, R (2006). 
15 Whitfield, G., & Landeros, R (2006). 
16 Ibid. 
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the organization. These unwritten rules are often determined by and/or perpetuated by the 
organization’s leadership.  

Organizational maturity 

Evaluation methods are critical for measuring success of any programming or initiative. CCDI 
promotes the use of the Global Diversity and Inclusion Benchmarks: Standards for 
Organizations Around the World (GDIB)17 to support organizations globally in the development 
and implementation of Diversity and Inclusion best practices. There are several key reasons 
why assessing the maturity of Diversity and Inclusion standards and practices is critical: 

» Realize the depth, breadth, and integrated scope of Diversity and Inclusion practices; 
» Assess the current state of Diversity and Inclusion; 
» Determine strategy, and; 
» Measure progress in managing diversity and fostering inclusion. 

Organizational reputation 

Organizations shape their brand to enhance their value proposition for the publics they serve. 
The importance of effective branding cannot be overstated, as it defines an organization’s core 
mission to both employees and the public. Behaviours that are consistent with the desired 
reputation will enhance the relationship with stakeholders, whereas behaviours that are 
inconsistent can ultimately be damaging. The objective must be to ensure that all internal, as 
well as outwardly facing actions are consistent with the desired character of The City. 

Overall, Diversity and Inclusion initiatives in workplaces are not only imperative for the active 
promotion of human rights and justice in Canada, they are also vital for organizations that wish 
to harness the talent and potential of a diverse labour force and improve their overall 
performance in a global economy. Measuring that impact of these initiatives is the imperative 
next step. 

  

 
17 The Global Diversity and Inclusion Benchmarks (GDIB) is a comprehensive global tool that provides Diversity and 

Inclusion standards and best practices for organizations across all sectors. 

http://www.ccdi.ca/
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Executive Summary  

CCDI conducted a Current State Inclusivity Assessment of The City’s Diversity and Inclusion 

profile in terms of its demographic diversity, inclusion climate, and the level of maturity of its 

Diversity and Inclusion standards and practices. The aim of this assessment focused on 

identifying accomplishments, gaps, areas of opportunity, and recommendations that will help 

The City develop its Diversity and Inclusion experiences, strategies and practices.  

The City has made an important investment in the organization’s Diversity and Inclusion journey 

by embarking upon this Current State Inclusivity Assessment and Strategic Planning project. 

Significant investments of The City’s time, people, financial, and logistical/systems resources 

were required for the success of this project.   

This project engaged the following internal stakeholders: 

» The entire CLT participated in a series of one-hour interviews, and a leaders’ webinar 
that provided feedback on preliminary analysis of the interviews. The CLT also 
participated in an Executive Bootcamp as well as individual IDI® coaching and 
development sessions on their level of cultural competence, from which they each 
received a developmental plan. Please note, the CLT refers to Department Heads and 
the CAO, which included 13 persons. Further, the data from the CLT was collected in 
July 2018. As such, this information may not completely accurately reflect the opinions of 
the current CLT. While the CLT has changed since July 2018, the leadership mindset in 
the organization, along with the behaviours of leaders who have left, has shaped the 
current culture of leadership at The City. 

» The City’s internal project teams in HR, Communications, Information Technology and 
other critical functional divisions contributed to the multiple phases of this project.  

» 21 employees volunteered approximately 90 minutes to share their experiences and 
perspectives in focus groups. 

» Approximately 1,587 respondents completed the Diversity and Inclusion survey (i.e. 
28.7% of the employee workforce).  

 

 

Assessment details 

The assessment included the following data capture methods and analytic approaches shown in 

the table on the following page. 

The City’s workforce representation data is derived from the Diversity and Inclusion 

Survey data collected from 1,587 Respondents and not from The City’s workforce 

population of 5,525. Due to the low survey completion rate (28.7%), we can not apply 

confident generalizations regarding the representation of demographic groups in 

relation to The City’s workforce and benchmark comparators. Overall, an 80.0% 

response rate is required to make generalizations about the diversity of a workforce. As 

a result, any recommendations regarding representations across the organization and 

in leadership, described in Section 4: Recommendations, are limited and would require 

further monitoring of demographics.  
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Diversity Meter: Conducted an 
online Diversity and Inclusion 
Survey with The City’s workforce. 

 

 

The survey asked members of The City’s workforce 
questions on their workplace and personal 
demographics, and their feelings of inclusion at work. 
This data capture technique served to develop insights 
of The City’s organizational culture by better 
understanding its diversity profile and inclusion climate. 
Of 5,525 employees, 1,587 Respondents completed 
the survey, providing a completion rate of 28.7%.  

Culture Meter: Conducted online, 
virtual and anonymous focus groups 
with employees. 

The focus groups aimed to capture insights of 
experiences and issues that may be negatively 
impacting the inclusion climate at hence the 
organizational culture at The City.  

Intercultural Competency 
Assessments: Conducted 
intercultural competency 
assessments with all 13 CLT 
members using the Intercultural 
Development Inventory (IDI®) 
instrument.18  

These assessments served to develop insights of the 
cultural competency of the CLT and to identify areas of 
growth and development in terms of inclusive 
leadership.  

Executive Bootcamp: Conducted 
an executive Diversity and Inclusion 
bootcamp training for the CLT. 

This training served to provide inclusive leadership 
development. 

Leadership Growth Interviews: 
Conducted leadership interviews 
with all 1319 CLT members.  

The interviews served to develop a better 
understanding of leaders’ understandings, attitudes 
and actions in relation to Diversity and Inclusion at their 
organization. Findings also served to provide insights 
on whether the CLT was demonstrating inclusive 
leadership. 

Maturity Meter™: Evaluated The 
City’s Diversity and Inclusion 
standards and practices as they 
related to policies, practices and 
procedures. 

The Global Diversity and Inclusion Benchmarks 
(GDIB)20 was applied as an evaluative framework. This 
assessment served to provide insights for the stage of 
organizational maturity as it relates to Diversity and 
Inclusion at The City. 

Data Capture Methods. 

 
18 Detailed info on the IDI® can be found in Section 2. 
19 The data from the CLT was collected in July 2018. As such, this information may not completely accurately reflect 

the opinions of those current SLT. The CLT is formed of 13 members including Department Heads and the CAO. 
20 The Global Diversity and Inclusion Benchmarks (GDIB) is a comprehensive global tool that provides Diversity and 

Inclusion standards and best practices for organizations across all sectors. 
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Accomplishments  

After a triangulated analysis of data collected in this project, we identified several 

accomplishments related to Diversity and Inclusion at The City, as well as some key areas of 

opportunity. A summary of The City’s accomplishments, key findings and recommendations are 

presented below: 

 

 

 

 

 

Key findings of The City’s organizational culture – Summary of Diversity 
Meter and Culture Meter results 

 

 

 

 

 

  

» Some of the CLT members indicated a good understanding that Diversity and Inclusion 
extends beyond visible factors such as gender and race.  

» CLT members are beginning to understand issues of equity and systemic barriers.  
» Approximately 23% the CLT members are operating from an Acceptance mindset from a 

cultural competency lens as assessed by the IDI®. 

 

FINDING 1.1: 10 out of 12 inclusion indicators received low or very low agreement scores. 

FINDING 1.2: Lower inclusion findings for underrepresented groups; LGB2sQ+ persons and 
Black persons reported notably lower feelings of inclusion compared to Heterosexual and 
Non-Black persons. 

FINDING 1.3: Senior Leaders reported the highest agreement rates for all inclusion 
indicators. 

FINDING 1.4: Employees indicated low perceptions of inclusive leadership and 
management, and concerns about leadership’s understanding, commitment, and support for 
Diversity and Inclusion.  

FINDING 1.5: Employees who participated in the survey and focus groups indicated 
perceptions of structural barriers including nepotism and bias, lack of recognition, support, 
and accommodation, inconsistent opportunities for training and development, and varying 
applications of policies. 

FINDING 1.6: Employees perceive several types of bias and discrimination. 

FINDING 1.7: Employees indicated low trust/confidence in management and Human 
Resources for resolving Diversity and Inclusion issues. 

FINDING 1.8: There is a need for Diversity, Equity, and Inclusion programs. 
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The City’s diversity profile: representation of typically underrepresented 

demographic groups 

The table on the following page shows The City’s demographic representation for typically 

underrepresented groups, compared to Statistics Canada labour force benchmarks, where 

available.  

Typically, underrepresented groups include but may not be limited to Women, Indigenous 

Persons, Persons with a Disability, LGB2sQ+ people, and Racialized persons, who due to 

structural/systemic barriers are generally underrepresented in workplaces, particularly in 

leadership roles, and are more likely to feel less included. 

Please note, The City’s workforce representation data is derived from the Diversity and 

Inclusion Survey data collected from 1,587 Respondents. Due to the low survey completion rate 

of 28.7%, we can not apply confident generalizations regarding the representation of 

demographic groups. Overall, an 80.0% response rate is required to make generalizations 

about the diversity of a workforce.  

As a result, any recommendations regarding representations across the organization and in 

leadership, described in Section 4: Recommendations, are limited to the continued monitoring of 

demographics.  

Racialized persons21 are less represented at The City when compared to the Toronto 

census metropolitan area (CMA) labour force22 

The table on the following page shows that when compared to available benchmarks: 

» Racialized persons are less represented when compared to the Toronto CMA labour 
force by 12.3%. 

» Persons with a Disability and Women are proportionally represented23 when compared 
to Ontario labour force and Toronto CMA labour force data, respectively. 

» Indigenous persons and White persons are more represented when compared to the 
Toronto CMA labour force by differences of 1.3% and 3.4%, respectively. 

» LGB2sQ+ persons are more represented at The City when compared to the Ontario 
population by a difference of 1.7%.  

  

 
21 Racialization is the process by which societies construct Races as real, different and unequal in ways that matter to 

economic, political and social life. On this Diversity Census and Inclusion Survey, Respondents who identified 
within the categories of Asian, Black, Latin / Hispanic, Middle Eastern, Israeli, or Mixed Race are grouped under 
the term “Racialized persons”. 

22 Brampton is a census subdivision within the Toronto census metropolitan area (CMA). The Toronto CMA labour 
force representations by demographic group shown here are the most applicable data sets available for The City of 
Brampton benchmarking comparison analysis.  
Statistics Canada. 2017. Focus on Geography Series, 2016 Census. Statistics Canada Catalogue no. 98-404-
X2016001. Ottawa, Ontario. Data products, 2016 Census. 

23 “Proportional” refers to ≤1% difference in representation. 
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Representation24 

Demographic group 

Racialized 

persons 

Persons with 

a Disability 
Women 

Indigenous 

persons 

LGB2sQ+ 

persons 
White 

Toronto (CMA) 

labour force 
49.1% 

16.7% (Ontario 

labour force) 25 
48.4% 0.8% 

5.1% 

(Ontario 

population)26 

50.9% 

% of City of 

Brampton 
36.8% 15.7% 48.5% 2.1% 6.8% 54.3% 

Difference -12.3% -1.0% +0.1% +1.3% +1.7% +3.4% 

The City of Brampton employee representation compared to available benchmarks. 

The City’s diversity profile: Low representation of typically underrepresented 

demographic groups in senior leadership roles 

The bar chart below shows that there is lower representation of Women and Racialized persons 

in senior leadership27 when compared to the overall representation in the survey respondent 

group. The representation of Persons with a Disability, LGB2sQ+ persons, and Indigenous 

persons in senior leadership are below the reporting threshold (indicated in the figure below by 

“N,” which refers to one to four Respondents).   

 

 

 

 

 

 

 

 

 

 
24 Unless otherwise footnoted, all benchmarks come from the 2016 Statistics Canada census. 
25 This comes from the 2017 Canadian Survey on Disability (CSD).  

Statistics Canada. Table 13-10-0377-01 Labour force status of persons with and without disabilities aged 25 to 64 
years, by age group and sex, Canada, provinces and territories. 

26 “One twentieth of Canadians claim to be LGBT”, Forum Research Inc., 
https://www.forumresearch.com/forms/News%20Archives/News%20Releases/67741_Canada-wide_-
_Federal_LGBT_(Forum_Research)_(20120628).pdf. CCDI uses this benchmarking statistic because Statistics 
Canada currently only captures data for individuals who identify as being in same-sex relationships and identify as 
gay, lesbian or bisexual. 

27 Senior Leadership here refers to members of the Corporate Leadership Team (CLT: CAO and department heads), 
Directors or Senior Managers. Please note, data for senior leadership is derived from Respondents’ self-selection 
on the Diversity and Inclusion Survey.    

 

48.5%

36.8%

15.7%

6.8%
2.1%

36.8%

26.3%

*N N N
0%

20%

40%

60%

Women Racialized
persons

Persons with a
Disability

LGB2sQ+ Indigenous
persons

% of City of Brampton

% of Senior Leadership (CLT, Director or Senior Manager)

*N indicates 1 to 4 Respondents

Senior leadership representation compared to the overall representation of the 
survey respondent group. 

https://www.forumresearch.com/forms/News%20Archives/News%20Releases/67741_Canada-wide_-_Federal_LGBT_(Forum_Research)_(20120628).pdf
https://www.forumresearch.com/forms/News%20Archives/News%20Releases/67741_Canada-wide_-_Federal_LGBT_(Forum_Research)_(20120628).pdf
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The City’s inclusion climate: 10 out of 12 inclusion indicators received low or very 

low agreement scores on the Diversity Meter survey 

The bar chart on the following page shows the inclusion results for all twelve inclusion indicators 

from the survey respondent group at The City. The figure shows that no inclusion indicator 

received high or very high agreement.28 Moderate agreement is shown for 2 of the 12 

inclusion indicators; specifically, the indicators, “Racist, sexist, homophobic, stigmatizing and 

other inappropriate comments are not tolerated at The City of Brampton,” and “I am able to be 

myself at work,” received agreement rates of 72.3%, and 72.0%, respectively, on the survey.  

Low agreement is shown for 5 inclusion indicators, and 5 inclusion indicators received very low 

agreement. The lowest agreement rate, on the survey, at 51.1%, is found for the indicator, “The 

City of Brampton’s Corporate Leadership Team leads by example to promote a respectful and 

inclusive workplace. Very low agreement rates (below 59.0%), are shown for indicators related 

to leaders dedicating themselves to advancing Diversity and Inclusion, all employees having 

equal opportunities to advance, and one’s unique value being known and appreciated at work. 

 
28 We apply our inclusion ranking system with the aim of identifying areas of improvement. Our ranking system 

considers agreement scores of ≥ 90% as “very high”; 80%-89% agreement as “high”; 70%-79% agreement as 
“moderate”; 60%-69% agreement as “low”; and <60% agreement as “very low”. We consider “very high” and “high” 
agreement scores as indication that an organization is performing appropriately for the relevant inclusion indicator; 
“moderate” indicates the organization should consider reviewing current policies, procedures and practices for the 
relevant inclusion indicator to determine areas of improvement; “low” and “very low” indicates that 
developing/evaluating policies, procedures and practices may be required.    
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72.3%

72.0%

69.0%

67.2%

65.8%

61.3%

60.6%

59.4%

54.2%

53.3%

52.9%

51.1%

17.0%

19.4%

19.7%

19.8%

18.4%

24.2%

25.7%

25.0%

29.1%

25.0%

28.9%

29.0%

6.1%

5.7%

8.1%

7.4%

10.1%

7.3%

9.8%

10.3%

11.9%

15.5%

12.0%

12.9%

4.7%

3.0%

3.2%

5.6%

5.7%

7.3%

3.8%

5.4%

4.9%

6.2%

6.2%

7.0%

0% 20% 40% 60% 80% 100%

Racist, sexist, homophobic, stigmatizing and other
inappropriate comments are not tolerated at The City

of Brampton.

I am able to be myself at work.

At The City of Brampton, I am treated fairly and with
respect.

The City of Brampton is committed to and supportive
of diversity.

I trust that, if I raise an issue related to diversity or
inclusion, my manager/supervisor will take action.

At The City of Brampton, I feel inspired to behave
more inclusively.

At The City of Brampton, I feel included.

At The City of Brampton, everyone is treated with
dignity and respect regardless of their age, family

status, gender/gender identity, race/ethnicity, sexual
orientation, religion, etc.

At The City of Brampton, my unique value is known
and appreciated.

At The City of Brampton, all employees have equal
opportunity to advance regardless of factors such as

age, family status, gender/gender identity,
race/ethnicity, sexual orientation, religion, etc.

Leaders (in my area of business) dedicate time,
energy and resources to advance workplace diversity

and inclusion at The City of Brampton.

The City of Brampton’s Corporate Leadership Team 
leads by example to promote a respectful and 

inclusive workplace.

Response rate

Agree Neutral Disagree Prefer not to answer (PNTA)

The City’s inclusion climate according to survey respondents.  
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The bar chart below shows the responses of the Culture Meter focus group respondents for 

questions that were geared toward capturing their perceptions of The City’s response to 

workplace issues and conflict resolution. The findings indicate that employee’s trust and 

confidence in the conflict resolution system including Management and Human Resources 

responses should be improved. 

 

Key take-away from the overall inclusion findings: 

 

The inclusion findings suggest that The City’s initiatives to address respect in the workplace, 
particularly as they may relate to discrimination is likely to be facilitating and contributing to a 
moderate climate of tolerance, but there is room for improvement. 
 
 
 
 

33%

14%

43%

48%

24%

5% 33%

0% 20% 40% 60% 80% 100%

If I were to report a concern about inappropriate behavior
to my manager or HR, I am confident that it would be

handled effectively.

In general, The City of Brampton management and HR
are good at addressing, managing, and resolving issues

related to Diversity and Inclusion.

Response rate

Agree Neutral Disagree PNTA

Focus groups participants' perceptions of conflict resolution at The City. 
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Key findings of The City’s Leadership Growth assessments – Summary of 

intercultural competency assessments and leadership interview results29 

 

The City’s CLT perceptions of ‘isms’ in the workplace.  

During the Leadership Growth interviews, CLT members provided their perceptions30 of 
workplace issues regarding barriers, flexibility, policy application, fairness in developmental 
opportunities, and fairness in job opportunities (as shown in the figure on the following page). 
The responses indicate that the majority of the CLT members agreed to the following: 

» All employees have equal opportunity to advance while being mindful of factors such as 
age, sexual orientation, race/ethnicity, gender, sexual orientation, and age (85% 
agreement) 

» The City provides employees with a work environment that is free of harassment from 
managers, colleagues and customers (85% agreement). 

» Directors and managers apply policies consistently and fairly (54% agreement). 
» Everyone benefits from equitable access to resources and opportunities (77% 

agreement). 

 
29 The data from the CLT was collected in July 2018. As such, this information may not completely accurately reflect 

the opinions of the current CLT.  
30 Perceptions were captured by asking CLT members to select a response from one of the following choices: 

Strongly agree, Agree, Slightly agree, Slightly disagree, Disagree, Strongly disagree.    

FINDING 2.1: In defining inclusive leadership, the CLT emphasized ‘collaboration’ but lacked 
an emphasis on ‘courage’. 

FINDING 2.2: The CLT demonstrates an understanding that diversity goes beyond factors 
such as race and gender, however some comments are reflective of a Minimization mindset. 

FINDING 2.3: The CLT defined inclusion as an outcome where everyone has access and 
barriers are removed, or as a sense of value and belonging. 

FINDING 2.4: The CLT – in aggregate – is operating from a Minimization mindset as 
assessed by the IDI®. 

FINDING 2.5: 46.2% of the CLT are operating from a Minimization mindset which 
overemphasizes similarities instead of acknowledging and valuing differences. 

FINDING 2.6: 23.1% percent of the CLT are in Acceptance.   

FINDING 2.7: The CLT demonstrates a lack of understanding of structural barriers. The is a 
notable misalignment between the CLT and employees’ perceptions of fairness, ‘isms’, and 
barriers to training, development, advancement and job opportunities. 

FINDING 2.8: The CLT supports an ongoing commitment to promoting leadership’s Diversity 
and Inclusion development and assessing and advancing Diversity and Inclusion practices 
and strategies. 
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» The City’s work environment is flexible and accommodating for people with different 
needs (69% agreement). 

 

 

 CLT perceptions of ‘isms’ in the workplace. 

These findings suggest that the CLT members are not demonstrating awareness of workplace 
issues that are likely to be negatively impacting The City’s inclusion climate. These findings are 
also indicative that the CLT lacks a satisfactory understanding of structural barriers. 

 

 

 

 

  

69%

77%

54%

85%

85%

8%

23%

30%

8%

8%

23%

15%

8%

8%

0% 20% 40% 60% 80% 100%

"The City of Brampton's work environment is flexible
and accommodating to people with different needs or

abilities."

"At The City of Brampton, everyone benefits from
equitable access to resources and opportunities."

“In my experience, The City of Brampton's directors 
and managers, apply policies consistently and fairly.”   

"The City of Brampton has provided me with a work
environment that is free of harassment from
managers, colleagues and/or customers."

“At The City of Brampton, all employees have equal 
opportunity to advance while being mindful of such 

factors as age, family status, gender/gender identity, 
race/ethnicity, sexual orientation, religion, etc.”  

Response rate

Agree Neutral Disagree
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Key findings of The City’s organizational maturity – Summary of the 

Maturity Meter and GDIB self-assessment  

The Global Diversity and Inclusion Benchmarks: Standards for Organizations Around the World 

(GDIB) is a comprehensive global tool that provides standards and best practices on diversity 

and inclusion for organizations across all sectors – sponsored and produced by the Centre for 

Global Inclusion a charitable global organization that engages with a global think tank of 

Diversity and Inclusion experts. The GDIB helps organizations:  

» Realize the depth, breadth, and integrated scope of diversity and inclusion practices;  
» Assess the current state of diversity and inclusion in their organizations;  
» Determine strategy, and;  
» Measure progress in managing diversity and fostering inclusion.  

GDIB groups and categories 

 
Foundation group – Drive the strategy 
Foundation Benchmarks are those used initially and throughout to build and sustain a Diversity 
and Inclusion initiative. Foundational benchmark categories include:  

1. Diversity Vision, Strategy, and Business Case. 
2. Leadership and accountability. 
3. Diversity and inclusion structure and implementation. 

 
Internal group - Attract & retain people 
Internal benchmarks focus on systems and processes that strengthen how the organization 
operates and how the effectiveness of people is increased. Internal benchmark categories 
include:  

4. Recruitment, retention, development, and advancement. 
5. Benefits, work-life integration, and flexibility. 
6. Job design, classification, and compensation. 
7. Diversity and inclusion learning and education. 

 
Bridging group - Align & connect 
Bridging benchmarks are critical linkages that bridge foundational work with the internal and 
external focus of diversity and inclusion in the organization. Bridging benchmark categories 
include: 

8. Assessment, measurement, and research. 
9. Diversity and inclusion communications. 
10. Connecting Diversity and Inclusion and Sustainability 

 
External group - Listen to and serve society 

External benchmarks relate to how the organization offers its products and services and 
interacts with its customers and other stakeholders. External benchmark categories include: 

11. Community, government relations, and social responsibility. 
12. Products and services development. 
13. Marketing and customer service. 
14. Supplier diversity. 
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CCDI’s Maturity Meter was developed to asses the diversity and inclusion maturity of Canadian 
organizations. It is based on the GDIB but has additional categories to cover areas that are 
important to Canadian organizations, such as accessibility for persons with disabilities, 
newcomer inclusion, and the Canadian National Standards on Psychological Health and Safety. 
Specifically, the Maturity Meter identifies an organization’s diversity and inclusion maturity along 
four stages of practice (i.e. Best Practice, Progressive, Proactive, and Reactive) and aims to 
provide organizations with a roadmap to progress from their current stage of maturity to more 
advance stages. The four stages of maturity that the Maturity Meter assesses includes the 
following: 
 

Stage 1 - REACTIVE - A compliance mindset; actions are only taken in compliance with 
relevant laws and social pressures. 
Stage 2 - PROACTIVE - A clear awareness of the value of diversity and inclusion; 
starting to implement diversity and inclusion systemically. 
Stage 3 - PROGRESSIVE – Implementing diversity and inclusion systemically; showing 
improved results and outcomes. 
Stage 4 - BEST PRACTICE - Demonstrating current best practices in diversity and 
inclusion; exemplary for other organizations globally. 
 
 
 
 

 
 
   

Findings from the organizational maturity assessments identified the following: 

 

  

FINDING 3.1: The City received a Maturity Meter score of 34.0%; this indicates The City is in 
the Proactive Stage of Diversity and Inclusion development.  

FINDING 3.2: The City received a GDIB Foundation group sub-score of approximately 31%; 
this indicates The City is in the Proactive Stage of Diversity and Inclusion development in the 
areas of organizational leadership, vision and structure.  

FINDING 3.3: The City received a GDIB Internal group sub-score of approximately 52%; this 
indicates The City is in the Progressive Stage of Diversity and Inclusion development in the 
areas of recruitment, development, compensation and benefits. 

FINDING 3.4: The City received a GDIB Bridging group sub-score of approximately 18%; 
this indicates The City is in the Reactive Stage of Diversity and Inclusion development in the 
areas of assessments, communications and sustainability. 

FINDING 3.5: The City received a GDIB External group sub-score of approximately 31%; 
this indicates The City is in the Proactive Stage of Diversity and Inclusion development in the 
areas of social responsibility, product and services development, marketing and customer 
service and supplier diversity. 
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Key take-aways from the overall organizational maturity findings: 

 

The City is functioning mainly at a Proactive Stage in terms of its Diversity and Inclusion 
standards and practices.  

» The City appropriately self-assessed its level of progress for Diversity and Inclusion 
practices using the GDIB checklist. Detailed information on self-assessment related 
accomplishments can be found in The City’s Maturity Meter findings. 
 

» The City overestimated its progress level for Bridging strategies by approximately 
14%.  

o This overestimation is perhaps linked to the recent assessments and 
communication strategies that The City has undertaken. 

o Although The City may likely progress to the Proactive Stage for Bridging 
practices, it received a reactive score and this indicates that sustainability 
practices are required.  

Overall Organizational maturity accomplishments: 

» Diversity and Inclusion is integrated into The City’s business strategy. 
» Qualitative and quantitative goals are being developed that include input from a 

variety of internal and external stakeholders.  
» Communications and feedback mechanisms are being implemented to receive 

employee feedback regarding Diversity and Inclusion.  
» Communications are increasing and include Diversity and Inclusion content in weekly 

newsletters as well as communications about “significant days”. 
» The organization has an aspirational goal to make all communications vehicles 

accessible by 2025 and is working through this project.  
» Achievements in the GDIB Category 5 – Benefits, Work-Life Integration, and 

Flexibility, including one benchmark at the Best Practice Stage.  
» Achievements at the Progressive Stage for the GDIB Category 6 – Job Design, 

Classification and Compensation. These include: 
o Generous parental leave top-up to 75% of salary for 26 weeks.  
o A rigorous job classification system. 
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Key recommendations  

More detailed recommendations are provided in Section 4 of this report. 

  

1. Communicate openly to all relevant stakeholders the results of the Current State 
Inclusivity Assessment.  

 
2. Develop and implement a holistic Diversity and Inclusion Strategy informed by a 

change management approach, with a strong focus on leader, manager, and people 
development. Ensure the following: 

a. Include Diversity and Inclusion as guiding principles in The City initiatives and 
planning. 

b. Continue to develop awareness and cultural competence of the CLT and 
managers. 

c. Establish a senior-ranking position responsible for implementing a Diversity 
and Inclusion Strategy and ensure appropriate people and budgetary 
resources. 
 

3. Create an organization-wide level-set in understandings of Diversity and Inclusion 
through communications, learning and development approaches to address:  

a. Inclusion gaps of under-represented groups. 
b. Perceptions and experiences of harassment, discrimination and bias. 
c. Perceptions of nepotism, low levels of fairness, and structural barriers. 
d. Misalignment between CLT and employees’ perceptions of inclusive 

leadership.  
 

4. Improve and enhance accountability mechanisms. 

 



 

 

 
Methodology.
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CCDI’s Current State Inclusivity Assessment – Data capture and 

analysis methods. 

CCDI conducted a Current State Inclusivity Assessment of The City’s Diversity and Inclusion 

profile with the aim of identifying accomplishments, areas of opportunity, and recommendations 

that will help The City’s develop Diversity and Inclusion strategies and practices. This 

assessment included both quantitative and qualitative data capture methods that provide both 

breadth and depth to understanding the current state of Diversity and Inclusion at The City by 

identifying patterns, gaps, and themes in the data. By integrating the quantitative and qualitative 

findings, we can confidently provide The City with recommendations that aim to develop and 

advance its Diversity and Inclusion profile. Please note, CCDI uses an exploratory research 

approach to identify issues and gaps that may require further investigation. This approach is not 

geared towards identifying causations or correlations. 

CCDI’s data capture methods include the following: 

Diversity Meter – Diversity and Inclusion Survey. CCDI’s Diversity and Inclusion 
Survey is a confidential online survey that asks employees questions on their workplace 
and personal demographics, and their feelings of inclusion at work. Collecting this data 
is central to understanding the diversity profile and inclusion climate within The City. The 
survey launched on January 30th, 2019 and ran until March 1st, 2019. CCDI delivered a 
unique survey link to each employee of The City, resulting in no duplicate surveys. Of 
5,525 employees, 1,587 Respondents completed the survey, providing a completion rate 
of 28.7%.  

Culture Meter – Focus Groups. Conducting anonymous focus groups allows for the 
capture of deeper insights that relate to individuals’ and groups’ experiences of inclusion 
in their workplace as well as factors that may be contributing to experiences of 
exclusion. CCDI conducted 6 virtual anonymous employee focus groups in April 2019. 
Participation in the focus groups was voluntary and The City made efforts to 
communicate about the focus groups to its entire workforce using various 
communication channels (e.g. the corporate intranet, emails, and posters). In total, 98 
employees expressed interest in participating in the focus groups and a total of 21 
employees participated from across the organization, yielding a participation rate of 
21.4%.31 The low participation rate may reflect disengagement or distrust of the process 
among underrepresented employees. 
 
Leadership Growth – Intercultural competency assessments, development 
training and leadership interviews. The City’s Corporate Leadership Team (CLT;13 
persons) underwent intercultural competency assessments and development training 
using the Intercultural Development Inventory (IDI®) instrument. The CLT also 
participated in an executive Diversity and Inclusion bootcamp in July 2018. The 
bootcamp served to highlight the importance of their roles in championing Diversity and 
Inclusion throughout the organization. One-on-one leadership interviews were also 
conducted with all 13 members of the CLT in July 2018. The interviews focused on 

 
31 This participation rate is based on the 98 employees who communicated interest in participating in the focus 

groups and is not based on the total number of employees in The City of Brampton workforce. The low participation 
rate may reflect disengagement or distrust of the process among underrepresented employees. 
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capturing insights on leader’s understandings, attitudes and actions in relation to 
Diversity and Inclusion at their organization.  
 

Maturity Meter™ – Maturity Meter™ is a quantitative measurement tool that evaluates 

policies, procedures and practices that is based on the GDIB benchmarks. It provides a 

third-party perspective on the progress or maturity of efforts to embed a Diversity and 

Inclusion approach in The City’s processes. The City’s Maturity Meter was conducted in 

April 2019.  

To assess The City’s organizational maturity as it relates to Diversity and Inclusion 

strategies and practices, we examined the following: 

» The City’s self-assessment32 of their organization’s maturity using the GDIB. 
» The City’s Maturity Meter Survey Results.  

The key findings from this Current State Inclusivity Assessment are categorized under the 
following sections, with the icons shown in the legend below used to highlight key areas of 
focus:  

1. Organizational Culture.  
2. Inclusive Leadership.  
3. Organizational Maturity. 
4. Recommendations. 

By organizing the findings in this way, we can effectively structure the conclusions and 
recommendations by highlighting promising practices as well as gaps and opportunities. This 
helps to provide a compelling argument of how and where a focus on Diversity and Inclusion 
can be beneficial across your organization, to support and sustain both employee growth as well 
as organizational growth. 

  

 
32 Several members of The City’s project team completed an organizational self-assessment using the GDIB in May 

2019. 

Icon Legend 

Symbol Meaning  

 

High importance, increased focus advised 

 

Attention required 

 

Positive finding 

 

http://www.ccdi.ca/


 

 

 

 

 

 

 

1. Inclusive Organizational 
Culture Key Findings. 
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1. Inclusive Organizational Culture Key Findings 

To assess The City’s organizational culture as it relates to Diversity and Inclusion, we 

conducted a Diversity and Inclusion survey, as well as virtual anonymous focus groups. These 

data capture methods served to capture data on gaps, issues and opportunities for developing a 

diverse and inclusive workplace. 

» The Diversity and Inclusion Survey launched on January 30th, 2019 and ran until March 
1, 2019. Of 5,525 employees, 1,587 Respondents completed the survey, resulting in a 
completion rate of 28.7%.  

» Six virtual anonymous employee focus groups were conducted in April 2019. 
Participation was voluntary. Of the 98 employees who initially expressed interest in 
participating in a focus group, 21 participated, resulting in a participation rate of 21.4%.  
 

Demographic snapshot of The City’s Diversity Meter respondents 

The figures below and on the following page provide information on the workplace and personal 

demographics of the Diversity and Inclusion Survey respondent group. This information 

provides insights in terms of the diversity profile of The City workforce.33  

Please note, the visual representation of the data in the form of charts shows percentages with 

one decimal point. Consequently, due to rounding, on occasion, the total may be over/under by 

0.1%. Additionally, the minimum threshold for reporting is five Respondents from any one group. 

Omitted categories in graphs are due to these categories being below the minimum threshold. 

 

What is your primary role within the City  
of Brampton? 

 
33 The Diversity and Inclusion Survey respondent group consists of 1,587 Respondents and not the workforce 

population of 5,525. 

Do you identify as living with a disability? 

66.7%

19.3%

10.5%

2.1%

1.5%

0% 20% 40% 60% 80%

Employee without direct
reports

Manager or Supervisor

Team Lead or Foreperson
with direct reports

Director or Senior Manager
(not part of CLT)

Corporate Leadership Team
(CLT)

78.8%

15.7%

5.6%

0% 50% 100%

Person without a
Disability

Person with a
Disability

Prefer not to answer
(PNTA)

Figure 1: Representation of Diversity Meter respondents by role. Figure 2: Representation of Diversity Meter 

respondents by disability status. 
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 * Racialization is the process by which societies construct Races as real, different and unequal in ways that matter to 

economic, political and social life. On this survey, Respondents who identified within the categories of Asian, Black, 
Latin / Hispanic, Middle Eastern, Israeli, or Mixed Race are grouped under the term “Racialized persons”. 

2.1%

36.8%

54.3%

1.5%

5.3%

0% 20% 40% 60%

Indigenous

Racialized*

White

Not specified above

PNTA

48.5%

48.1%

0.4%

2.7%

0% 20% 40% 60%

Woman

Man

Two-spirit and
Transgender

PNTA

Do you consider yourself to be of Indigenous 
ancestry? If not, which of the following best 
describes your racial or ethnic identity? 

What is your Gender/Gender identity? 

82.7%

9.6%

6.8%

0.9%

0% 50% 100%

Heterosexual

PNTA

LGB2sQ+

Not specified above

What is your Sexual Orientation? 

Figure 4: Representation of Diversity Meter respondents 

by race or ethnicity.  

Figure 6:  Representation of Diversity Meter respondents 
by gender or gender identity. 

Figure 5: Representation of Diversity Meter respondents 
by sexual orientation.  

55.0%

20.5%

18.1%

12.9%

6.4%

4.8%

4.8%

3.6%

0% 50% 100%

Mental Health
condition

Chronic condition

Learning disability

Sensory disability

PNTA

Addiction

Physical disability

Not specified above

What type of disability do you have? 

Figure 3: Representation of Diversity Meter respondents 

who have a disability by disability type. 
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 * The category “Religions with responses below reporting threshold” refers to a combination of the answer options 

that were selected by between one and four Respondents, which include, Jain, Pagan, and Zoroastrian. 

63.4%

28.7%

3.0%

2.0%

2.0%

0.9%

0% 20% 40% 60% 80%

English only

English and one or more
other language(s)

English and French only

PNTA

English and French and
one or more other

language(s)

French and one or more
other language(s)

What language(s) do you speak proficiently? 
See Appendix B for detailed language information 

 

 

Which of the following best describes your 
religious or spiritual affiliation? 

Figure 7: Representation of Diversity Meter respondents by 

language.   

Figure 8: Representation of Diversity Meter respondents 
by religious or spiritual affiliation. 

27.9%

15.6%

14.1%

9.1%

5.8%

5.0%

4.4%

3.8%

3.8%

3.0%

3.0%

1.7%

0.9%

0.8%

0.5%

0.4%

0.4%

0% 20% 40%

Christian - Catholic/Roman
Catholic

Christian - Protestant

Non-Religious

PNTA

Agnostic

Hindu

Atheist

Sikh

Muslim

Spiritual

Christian - not included
elsewhere

Christian -
Orthodox/Eastern Orthodox

Buddhist

Not specified above

Jewish

Spiritual (Aboriginal or
Indigenous)

Religions with responses
below reporting threshold*
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What is your year of birth? 

12.7%

31.9% 33.8%

2.0%

19.4%

0%

20%

40%

Baby Boomer           
(Ages 55 – 72,   
Born 1947 to 

1964)

Generation X            
(Ages 40 – 54, 
Born 1965 to 

1979)

Millennials       
(Ages 21 – 39, 
Born 1980 to 

1998)

Generation Z
(Age 20 and

younger, Born
1999 to present)

PNTA

Figure 9: Representation of Diversity Meter respondents by generation. 
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Representation of typically underrepresented demographic groups 

Using the data from the survey, we examined The City’s demographic representation for 

typically underrepresented groups and compared these to Statistics Canada labour force 

benchmarks, where available.34 Typically, underrepresented groups include but may not be 

limited to Women, Indigenous Persons, Persons with a Disability, LGB2sQ+ people, and 

Racialized persons, who due to structural/systemic barriers are generally underrepresented in 

workplaces, particularly in leadership roles, and are more likely to feel less included. We also 

compared the representation of these underrepresented groups in senior leadership to their 

overall representation in The City.  

Racialized persons are less represented at The City when compared to the Toronto 

census metropolitan area (CMA) labour force35 

Table 1 on the following page shows that when compared to available benchmarks: 

» Racialized persons are less represented when compared to the Toronto CMA labour 

force by 12.3%. 

o Racialization is the process by which societies construct Races as real, different 

and unequal in ways that matter to economic, political and social life. On this 

Diversity Census and Inclusion Survey, Respondents who identified within the 

categories of Asian, Black, Latin / Hispanic, Middle Eastern, Israeli, or Mixed 

Race are grouped under the term “Racialized persons”. 

» Persons with a Disability and Women are proportionally represented36 when compared 

to Ontario labour force and Toronto CMA labour force data, respectively. 

» Indigenous persons and White persons are more represented when compared to the 

Toronto CMA labour force by differences of 1.3% and 3.4%, respectively. 

» LGB2sQ+ persons are more represented at The City when compared to the Ontario 

population by a difference of 1.7%.  

  

 
34 The City’s workforce representation data is derived from the Diversity and Inclusion Survey data collected from 

1,587 Respondents and not from The City’s workforce population of 5,525. Due to the low survey completion rate 
(28.7%), we can not apply confident generalizations regarding less/more/proportional representation of 
demographic groups in relation to The City’s overall workforce and in relation to the benchmark comparators. 

35 Brampton is a census subdivision within the Toronto census metropolitan area (CMA). The Toronto CMA labour 
force representations by demographic group shown here are the most applicable data sets available for The City of 
Brampton benchmarking comparison analysis.  
Statistics Canada. 2017. Focus on Geography Series, 2016 Census. Statistics Canada Catalogue no. 98-404-
X2016001. Ottawa, Ontario. Data products, 2016 Census. 

36 “Proportional” refers to ≤1% difference in representation. 
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Representation37 

Demographic group 

Racialized 
persons 

Persons with 
a Disability 

Women 
Indigenous 

persons 
LGB2sQ+ 
persons 

White 

Toronto (CMA) 
labour force 

49.1% 
16.7% (Ontario 
labour force) 38 

48.4% 0.8% 
5.1% 

(Ontario 
population)39 

50.9% 

% of City of 
Brampton 

36.8% 15.7% 48.5% 2.1% 6.8% 54.3% 

Difference -12.3% -1.0% +0.1% +1.3% +1.7% +3.4% 

Table 1: The City of Brampton employee representation compared to available benchmarks. 

 

Lower representation of Women and Racialized persons in senior leadership when 
compared to their overall representation in the survey respondent group 

Figure 10 below shows that there is lower representation of Women and Racialized persons in 
senior leadership40 when compared to the overall representation in the survey respondent 
group.41 

 

 

 

 

 

 

 

 

 

 
37 Unless otherwise footnoted, all benchmarks come from the 2016 Statistics Canada census. 
38 This comes from the 2017 Canadian Survey on Disability (CSD).  

Statistics Canada. Table 13-10-0377-01 Labour force status of persons with and without disabilities aged 25 to 64 
years, by age group and sex, Canada, provinces and territories. 

39 “One twentieth of Canadians claim to be LGBT”, Forum Research Inc., 
https://www.forumresearch.com/forms/News%20Archives/News%20Releases/67741_Canada-wide_-
_Federal_LGBT_(Forum_Research)_(20120628).pdf. CCDI uses this benchmarking statistic because Statistics 
Canada currently only captures data for individuals who identify as being in same-sex relationships and identify as 
gay, lesbian or bisexual. 

40 Senior Leadership includes members of the Corporate Leadership Team (CLT), Directors or Senior Managers. 
Please note, data for senior leadership is derived from Respondents’ self-selection on the survey.    

41 The representation of Persons with a Disability, LGB2sQ+ persons, and Indigenous persons in senior leadership 
are below the reporting threshold (indicated in the figure below by “N,” which refers to one to four Respondents).   

 

Figure 10: Senior leadership representation compared to the overall representation 
of the survey respondent group. 

48.5%

36.8%

15.7%

6.8%
2.1%

36.8%

26.3%

*N N N
0%

20%

40%

60%

Women Racialized
persons

Persons with a
Disability

LGB2sQ+ Indigenous
persons

% of City of Brampton

% of Senior Leadership (CLT, Director or Senior Manager)

*N indicates 1 to 4 Respondents

https://www.forumresearch.com/forms/News%20Archives/News%20Releases/67741_Canada-wide_-_Federal_LGBT_(Forum_Research)_(20120628).pdf
https://www.forumresearch.com/forms/News%20Archives/News%20Releases/67741_Canada-wide_-_Federal_LGBT_(Forum_Research)_(20120628).pdf
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Key inclusion findings: quantitative findings from the Diversity Meter 

The Diversity and Inclusion Survey asked Respondents twelve questions that served to provide 

insights of The City’s inclusion climate by assessing a range of inclusion experiences that 

include perceptions and experiences of fairness, respect, stereotypes, personal recognition and 

value, senior leadership behaviours, and manager/team-lead behaviours. Respondents were 

instructed to identify their experiences and beliefs along a Likert-type scale that ranged from 

“strongly agree” to “strongly disagree”. Respondents could also choose “prefer not to answer,” 

which is represented as “PNTA” in the chart on the following page. 

To assess The City’s inclusion climate, we focused on the percentage of agreement responses 

received for the twelve inclusion indicators.42 We analyzed the agreement rate for the inclusion 

indicators to identify areas of improvement. Agreement rate is the percentage of Respondents 

who selected “strongly agree” or “agree” for an inclusion indicator. Disagreement rate is the 

percentage of Respondents who choose “strongly disagree” or “disagree” for an inclusion 

indicator. In terms of understanding what the agreement rate results mean, CCDI provides the 

following inclusion ranking system: 

» “Very high” refers to agreement greater than 90%  
» “High” refers to 80%-89% agreement  
» “Moderate” refers to 70%-79% agreement  
» “Low” refers to 60%-69% agreement 
» “Very low” refers to agreement less than 60%.  

 
We consider “very high” and “high” agreement scores as indication that an organization is 
performing appropriately for the relevant inclusion indicator; “moderate” indicates the 
organization should consider reviewing current policies, procedures and practices for the 
relevant inclusion indicator to determine areas of improvement; “low” and “very low” indicates 
that developing/evaluating policies, procedures and practices may be required.    

Inclusion findings from the survey respondent group are shown in Figure 11 on the following 

page. Subsequent pages identify key findings of notable differences between how different 

demographic groups responded to the inclusion indicators.   

 

 

 

 
42 The inclusion questions are also referred to as “inclusion indicators” in the report. 
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72.3%

72.0%

69.0%

67.2%

65.8%

61.3%

60.6%

59.4%

54.2%

53.3%

52.9%

51.1%

17.0%

19.4%

19.7%

19.8%

18.4%

24.2%

25.7%

25.0%

29.1%

25.0%

28.9%

29.0%

6.1%

5.7%

8.1%

7.4%

10.1%

7.3%

9.8%

10.3%

11.9%

15.5%

12.0%

12.9%

4.7%

3.0%

3.2%

5.6%

5.7%

7.3%

3.8%

5.4%

4.9%

6.2%

6.2%

7.0%

0% 20% 40% 60% 80% 100%

Racist, sexist, homophobic, stigmatizing and other
inappropriate comments are not tolerated at The City of

Brampton.

I am able to be myself at work.

At The City of Brampton, I am treated fairly and with
respect.

The City of Brampton is committed to and supportive of
diversity.

I trust that, if I raise an issue related to Diversity or
Inclusion, my manager/supervisor will take action.

At The City of Brampton, I feel inspired to behave more
inclusively.

At The City of Brampton, I feel included.

At The City of Brampton, everyone is treated with dignity
and respect regardless of their age, family status,

gender/gender identity, race/ethnicity, sexual orientation,
religion, etc.

At The City of Brampton, my unique value is known and
appreciated.

At The City of Brampton, all employees have equal
opportunity to advance regardless of factors such as

age, family status, gender/gender identity, race/ethnicity,
sexual orientation, religion, etc.

Leaders (in my area of business) dedicate time, energy
and resources to advance workplace Diversity and

Inclusion at The City of Brampton.

The City of Brampton’s Corporate Leadership Team 
leads by example to promote a respectful and inclusive 

workplace.

Response rate

Agree Neutral Disagree PNTA

Figure 11: Responses to the 12 inclusion indicators from the survey respondent group.  
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FINDING 1.1: 10 out of 12 inclusion indicators received low or very low 

agreement scores. 

 

CCDI applies our inclusion ranking system with the aim of identifying areas of improvement. Our 

ranking system considers agreement scores of ≥ 90% as “very high”; 80%-89% agreement as 

“high”; 70%-79% agreement as “moderate”; 60%-69% agreement as “low”; and <60% 

agreement as “very low”. We consider “very high” and “high” agreement scores as indication 

that an organization is performing appropriately for the relevant inclusion indicator; “moderate” 

indicates the organization should consider reviewing current policies, procedures and practices 

for the relevant inclusion indicator to determine areas of improvement; “low” and “very low” 

indicate that developing/ evaluating policies, procedures and practices may be required. 

Figure 11 on the previous page shows the inclusion results for all twelve inclusion indicators 

from the survey respondent group at The City. It shows that no inclusion indicator received high 

or very high agreement. Moderate agreement is shown for 2 of the 12 inclusion indicators; 

specifically, the indicators, “Racist, sexist, homophobic, stigmatizing and other inappropriate 

comments are not tolerated at The City of Brampton,” and “I am able to be myself at work,” 

received agreement rates of 72.3%, and 72.0%, respectively.   

In terms of low agreement, it is shown for 5 inclusion indicators, and 5 inclusion indicators 

received very low agreement. The lowest agreement rate at 51.1%, is found for the indicator, 

“The City of Brampton’s Corporate Leadership Team leads by example to promote a respectful 

and inclusive workplace.” Indicators related to leaders dedicating themselves to advancing 

Diversity and Inclusion, all employees having equal opportunities to advance, and one’s unique 

value being known and appreciated at work, all received very low agreement rates below 

59.0%.  

Key take-away 

 

 

FINDING 1.2: Senior leaders reported the highest agreement rates for all 

inclusion indicators. 

In CCDI’s experience, and throughout research, Leaders are more likely to report 

higher inclusion experiences when compared to Non-Leaders.43 Figure 12 on page 39 (below) 

shows that individuals occupying higher-ranking roles at The City reported higher agreement 

 
43 DeAnne Aguirre, Varya Davidson, and Carolin Oelschlegel. (2018). Closing the Culture Gap Linking rhetoric and 

reality in business transformation. ORGANIZATIONS & PEOPLE. Retrieved from https://www.strategy-
business.com/article/Closing-the-Culture-Gap?gko=f1b58 

These inclusion findings suggest that The City’s initiatives to address respect in the workplace, 

particularly as they relate to discrimination, are likely facilitating and contributing to a moderate 

climate of tolerance. However, there is room for further development.  
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rates for the twelve inclusion indicators with senior leaders reporting the highest agreement 

rates.  

The figure also shows that the most notable differences in agreement between senior leaders, 

managers or supervisors, team leads or forepersons, and employees without direct reports were 

for the indicator, “I trust that, if I raise an issue related to diversity or inclusion, my 

manager/supervisor will take action.”  

For this indicator, 89.5% of senior leaders, 78.1% of managers or supervisors, and 72.9% of 

team leads or forepersons reported agreement, while the agreement rate for employees without 

direct reports was just 59.8%. 

Why do Leaders have higher feelings of inclusion? 

In article cited above, “Closing the Culture Gap Linking rhetoric and reality in business 

transformation,” the authors note: “Every leadership team — whether its members are willing to 

admit it or not — is afflicted with some degree of cultural myopia. This is the tendency to see 

only the team’s own point of view, without fully acknowledging the perspective of others outside 

the team’s ranks.”44 

From a diversity and inclusion perspective, in our work at CCDI — across all sectors and 

industries — we consistently find that senior leadership teams have a more positive view of the 

inclusivity of the organization than the average of all employees.  And when we compare 

Leaders’ responses to those of equity seeking groups, we consistently see significant gaps in 

perception.   

In terms of the cultural myopia referenced above, this may be due to several potential factors.   

1. Senior leaders have been rewarded with repeated promotions to get where they are, and 

they have all the perks and privileges afforded by their rank, which makes them feel 

valued and included in the organization.    

2. Senior leaders may have access to information about initiatives and strategies that may 

not be well know by all employees.   

3. Senior leaders often have a strong sense of ownership of the organizational culture and 

often believe they are doing their best for the organization, while not always aware of the 

experiences employees below leadership ranks.  

4. Senior leaders in some organizations do not have regular contact with front line 

employees.  

5. Even if senior leaders have regular contact with front line employees, many employees 

may be reluctant to contradict the senior leader, complain, or speak the truth for fear of 

reprisal.  

 
44 DeAnne Aguirre, Varya Davidson, and Carolin Oelschlegel. (2018). Closing the Culture Gap Linking rhetoric and 

reality in business transformation. ORGANIZATIONS & PEOPLE. Retrieved from https://www.strategy-
business.com/article/Closing-the-Culture-Gap?gko=f1b58 
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In terms of the differences in perceptions of diversity and inclusion between leaders and 

employees, CCDI’s research on dozens of organizations across all sectors and industries has 

identified a number potential factors: 

1. Diversity identity dimensions. Many senior leadership teams are comprised of people 

who may not have ever experienced barriers to advancement, exclusion, harassment, or 

discrimination based on their identity factors. People who have not experienced racism, 

sexism, homophobia, ableism, etc., may not be fully cognizant of the prevalence of such 

behaviour toward people who are different than them. Further, they may not be attuned 

to noticing when these behaviours are happening to others.  

2. Conscious and unconscious bias. Some senior leaders may be unaware that they 

have conscious and unconscious biases. A lack of willingness to acknowledge our own 

biases often correlates to a lack of awareness of the impact of biases on others.  

3. Personal culture alignment.  Many senior leaders’ personal culture closely aligns with 

the cultural norms of the organization. Therefore, they may not be aware of how much 

some people have to adapt or “cover” – that is change some aspects of who they are – 

to be successful in the organization.  

4. Intercultural competence.  Across all organizations we have assessed, more than half 

of the senior leadership team members are in minimization from a cultural competence 

perspective (as assessed by the Intercultural Development Inventory). By definition, this 

means they are minimizing the importance of difference and over emphasizing 

commonality.  

5. Lack of awareness of systemic barriers.  The combination of the factors above may 

result in senior leaders being unaware of systemic barriers in society and in our 

organizations, and therefore they may not be attuned to the impact of systemic barriers 

nor the need to address them. In fact, in the interviews, a number of the City of 

Brampton’s leaders reported that they did not believe sexism, racism, homophobia, etc., 

existed within the organization.  

In our experience, a combination of these factors listed above may be contributing to a 

disconnect between senior leaders’ perceptions and employees’ perceptions of the 

organization.  These issues will be discussed further in the Inclusive Leadership section of this 

report.  
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I trust that, if I raise an issue related to diversity or inclusion, my
manager/supervisor will take action.

I am able to be myself at work.

The City of Brampton is committed to and supportive of diversity.

Racist, sexist, homophobic, stigmatizing and other inappropriate
comments are not tolerated at The City of Brampton.

At The City of Brampton, I feel inspired to behave more
inclusively.

At The City of Brampton, I am treated fairly and with respect.

At The City of Brampton, everyone is treated with dignity and
respect regardless of their age, family status, gender/gender

identity, race/ethnicity, sexual orientation, religion, etc.

At The City of Brampton, I feel included.

Leaders (in my area of business) dedicate time, energy and
resources to advance workplace diversity and inclusion at The

City of Brampton.

At The City of Brampton, my unique value is known and
appreciated.

At The City of Brampton, all employees have equal opportunity
to advance regardless of factors such as age, family status,

gender/gender identity, race/ethnicity, sexual orientation,
religion, etc.

The City of Brampton’s Corporate Leadership Team leads by 
example to promote a respectful and inclusive workplace.

Agreement rate

Senior Leadership (CLT, Director and Senior Manager) Manager or Supervisor

Team Lead or Foreperson with direct reports Employee without direct reports

Figure 12: Agreement rates for all inclusion indicators by survey respondents.  
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FINDING 1.3: Lower inclusion findings for underrepresented groups; 

LGB2sQ+ persons and Black persons reported notably lower feelings of 

inclusion compared to Heterosexual and Non-Black persons. 

Underrepresented groups 

Figure 13 below displays agreement rates for four key inclusion indicators,45 for both 

underrepresented groups and a comparator group, Heterosexual White Men without a 

Disability.46 Overall, Heterosexual White Men without a Disability reported the highest 

agreement for the four key inclusion indicators among all demographic groups. LGB2sQ+ 

persons reported the lowest agreement for 3 of the 4 indicators, with only 46.3% agreeing they 

feel included. Indigenous persons reported the lowest agreement for the indicator, “At the City 

of Brampton, my unique value is known and appreciated,” with only 36.4% expressing 

agreement.  

 

 
45 These four inclusion indicators capture key elements that contribute to inclusion in the workplace. 
46 Heterosexual White Men without a Disability is considered a majority group in the Canadian workforce context. 

Comparing a majority groups’ inclusion experiences with those of typically underrepresented groups may offer 
insight with regards to the existence of barriers to inclusion, barriers that may be linked to structural/systemic 
issues. 
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Figure 13: Agreement responses from typically underrepresented groups and a comparator group, 
Heterosexual White Men without a Disability, for four key inclusion indicators by Diversity Meter survey 

respondents. 
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Groups with the lowest reported inclusion experiences47 

LGB2sQ+ persons 

Of the overall survey respondent group, 108 Respondents identified as being 

LGB2sQ+. Respondents identifying as LGB2sQ+ persons reported lower 

agreement rates and higher disagreement rates when compared to Heterosexual persons for 

the inclusion indicator related to The City’s commitment and support for diversity, as shown in 

Table 2 below.   

Only 53.7% of LGB2sQ+ Respondents agree that The City is committed to and supportive of 

diversity, whereas approximately 71.4% of Heterosexual Respondents agree. Notably, the 

disagreement rate for LGB2sQ+ persons for this inclusion indicator is over two times greater 

than that of Heterosexual persons.  

 

Black persons 

Of the overall survey respondent group, 100 Respondents identified as being 

Black. Black persons reported lower agreement rates and higher disagreement 

rates when compared to both White persons and the average of all other Racialized groups for 

the indictors shown in Table 3 on the following page. 

Notably, only 32% of Black Respondents agreed that all employees have equal opportunity to 

advance at The City, whereas approximately 58.7% of White Respondents agree. Also, the 

disagreement rate for Black persons for this inclusion indicator is 37.0%, which is almost three 

times greater than the disagreement rate of White persons (12.4%) and other Racialized 

groups (12.5%).  

Conversely, White persons and Racialized groups, with the exception of Black persons, 

reported very similar levels of agreement and disagreement when asked about being treated 

fairly and with respect, perceptions of The City’s commitment to and support of diversity, feeling 

included, and being able to be themselves at work.  

 
47 Demographic groups and inclusion indicators highlighted in this section are those where the agreement rates differ 

by approximately 10% or greater when compared to overall, and the disagreement rates are at least two times 
greater than those seen for an applicable comparator group. 

Indicator 
Agreement  Disagreement  

LGB2sQ+ 
 

Heterosexual LGB2sQ+ 
 

Heterosexual 

The City of 
Brampton is 
committed to and 
supportive of 
diversity. 

53.7% 71.4% 14.8% 6.4% 

Table 2: Comparison of agreement and disagreement rates for LGB2sQ+ and Heterosexual persons’ 

responses for The City of Brampton commitment to, and support of, diversity. 
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Key inclusion findings: Qualitative findings from the Diversity Meter and the 

Culture Meter 

Of the 1,587 Respondents that participated in the Diversity Meter: Diversity and Inclusion 

Survey, 181 provided written feedback regarding their perceptions, beliefs and experiences 

concerning Diversity and Inclusion at The City. CCDI thematically analyzed all 181 comments 

with a focus on issues that relate to Diversity and Inclusion.  

Indicator 
Agreement  Disagreement  

Black 
 

White Racialized Black 
 

White Racialized 

The City of Brampton is 
committed to and supportive 
of diversity. 

55.0% 74.3% 74.1% 26.0% 3.4% 5.5% 

At The City of Brampton, I am 
treated fairly and with respect. 

59.0% 73.4% 75.5% 17.0% 6.3% 6.1% 

At The City of Brampton, my 
unique value is known and 
appreciated. 

43.0% 58.2% 63.0% 29.0% 8.8% 9.6% 

At The City of Brampton, I feel 
included. 

49.0% 65.7% 67.5% 21.0% 8.4% 7.0% 

I trust that, if I raise an issue 
related to diversity or 
inclusion, my 
manager/supervisor will take 
action. 

51.0% 70.9% 75.2% 24.0% 8.5% 7.7% 

At The City of Brampton, all 
employees have equal 
opportunity to advance 
regardless of factors such as 
age, family status, 
gender/gender identity, 
race/ethnicity, sexual 
orientation, religion, etc. 

32.0% 58.7% 62.7% 37.0% 12.4% 12.5% 

At The City of Brampton, 
everyone is treated with 
dignity and respect regardless 
of their age, family status, 
gender/gender identity, 
race/ethnicity, sexual 
orientation, religion, etc. 

42.0% 63.0% 68.4% 21.0% 9.1% 7.0% 

I am able to be myself at work. 58.0% 75.8% 78.9% 11.0% 4.9% 3.3% 

Table 3: Comparisons of agreement and disagreement rates for Black persons, White 
persons and Racialized persons for noted inclusion indicators. 
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The Culture Meter Focus Groups served to develop a deeper understanding about the 
experiences of employees at The City. The 21 employees who participated in the Culture Meter 
Focus Groups provided feedback – both through responding to Likert scale questions and 
through hundreds of verbatim comments. Their feedback was both quantitatively and 
qualitatively analyzed to identify key themes that relate to Diversity and Inclusion.  

The following overarching themes, seen in Figure 14 (following page), were identified from 
qualitative analysis of the Diversity Meter and Culture Meter data. Subthemes and supporting 
comments can be found in figures on the following page.  
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Figure 14: Thematic analysis of verbatim comments from survey and focus group respondents.  
(numbers correspond to detailed findings below). 
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Key Themes and Sample Comments from the Diversity Meter and Culture Meter  

FINDING 1.4: Employees in the survey and focus groups indicated low 

perceptions of inclusive leadership and management, and concerns about 

leadership’s understanding, commitment, and support for Diversity and 

Inclusion.  

Low diversity in leadership and management, and low inclusive leadership 

The tables below provide Diversity Meter and Culture Meter focus group respondents’48 

feedback about their perceptions, beliefs and experiences of inclusive leadership at The City. 

Focus groups aim to provide new or ‘deeper’ understandings of the experiences of 

underrepresented and/or vulnerable groups. While quantitative findings from the survey serve to 

identify factors that may be linked to these groups’ inclusion experiences, qualitative findings 

from the survey and focus groups serve to provide context on possible underlying issues that 

are likely linked to their inclusion experiences. We grouped their feedback according to 

subthemes. The subthemes include the following: 

» Negative perceptions of leadership and management behaviours 
» Perception of low diversity in leadership 

1.4.1 Negative perceptions of leadership and management behaviours 

» “I have witnessed my manager/supervisors be different towards ‘other than themselves’ type 
people. Treated certain staff members in a derogatory manner. Held back from advancing or 
growing in the corporation.…” 

» “Over the last few years the culture has changed for the worse. Leadership team used to be role 
models. Now we have ‘leaders’ setting bad examples by use of unprofessional language, 
breaking rules that are posted (parking), etc. internal recognition is non-existent…” 

 

1.4.2 Perception of low diversity in leadership 

» “The lack of diversity at the Corporate Leadership team in terms of gender and ethnicity does 
not mirror the workforce or community. Female Leaders seem only to reach Senior Manager 
level (are there any men in the corporation in this role?) or Director…” 

» “All male, white, middle-aged, heterosexual Commissioners. If the City is to take their diversity 
and inclusion strategy seriously, it needs differing view points from its leadership team.  
Otherwise, this exercise seems disingenuous.” 

» “I would like to see more diversity within the management teams here at the City of Brampton. 
Looking at the current demographics within the city, it would only make sense to grow as a 
corporation by including those with varying educational backgrounds and varying cultural 
experiences.” 

» “Whether unconsciously or by design, there is a significant lack of women and people of colour 
in senior leadership positions.” 

 
48 The focus group respondents’ data (20 or 21 persons) is used in this section to bolster the trends and themes from 

the verbatim comments in the survey results. The combined results of the survey comments and focus group 
comments are not generalizable beyond the sample, but do point to areas of opportunity that The City may wish to 
focus on. 
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Quantitative findings noted above in Figure 14 also support these qualitative findings that there 

is a perception of low inclusive leadership at The City. The Diversity and Inclusion Survey found 

that the two inclusion indicators that received the lowest agreement scores (52.9% and 51.1%) 

related to leaders’ commitment to and behaviours that demonstrate support for Diversity and 

Inclusion. Furthermore, the inclusion indicator that captured perceptions of manager/supervisor 

behaviours that relate to taking action on issues of Diversity and Inclusion received low 

agreement (65.8%).49 When Culture Meter focus group respondents were asked for 

recommendations regarding Diversity and Inclusion at The City, respondents shared the 

following: 

» Leadership buy-in and ownership for Diversity and Inclusion are needed to gain trust 
from employees. 

» Accountabilities should be incorporated into leadership’s performance indicators. 
» Improved communication to staff is needed from senior management, including reports 

of progress on Diversity and Inclusion. 
» The Diversity and Inclusion Strategy should be monitored and evaluated in terms of 

implementation and impact.  

Research and experience show that when leaders demonstrate their buy-in in their actions, this 

commitment from leadership and management positively impact the inclusion climate at an 

organization and the success of Diversity and Inclusion strategies. Due to these findings and the 

recommendations coming from employees themselves, it is important that The City improves 

leaders’ and managers’ commitment to Diversity and Inclusion.  

 

FINDING 1.5: Employees who participated in the survey and focus groups 

indicated perceptions of structural barriers including nepotism and bias, 

lack of recognition, support, and accommodation, inconsistent 

opportunities for training and development, and varying applications of policies 

The tables on the following page provide Diversity Meter and Culture Meter focus group 

respondents’ feedback about their perceptions, beliefs, and experiences of perceptions of 

structural barriers at The City. We grouped their feedback according to subthemes. The 

subthemes include the following: 

» Concerns about nepotism and bias in hiring and advancement practices 
» Lack of value and recognition 
» Lack of support for part-time and unionized staff 
» Lack of accommodation support 
» Inconsistent opportunities for training and development 
» Varying applications of policies 

 
49 Refer to Figure 11 for more agreement rates. 
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1.5.1 Concerns about nepotism and bias in hiring and advancement practices50 

» “…It is very difficult to be promoted within the City of Brampton. Employees should not be 
appointed, that's the way they used to get around the system. If you are not friends or fit 
certain description with senior Management Team, you will not be promoted, even if you 
apply for positions in other Departments…” 

» “From my observation, equal opportunity does not exist, staff are promoted by who they 
know and not by their educational background. I have heard the same sentiments echoes 
amongst staff from my ethnic background in other departments within the corporation who 
have experience the same, it is almost impossible to get a promotion or even to be 
recognized by management unless you are of the same ethnic background.”  

»  “I think when I started 4 years ago it was more who you knew and if you were friends, but I 
think it has gotten better and it is based more on merit.  However, those who are liked by 
management still get promotions.” 

» “We've had family members hired here repeatedly on contract roles then rolled over into FT 
without being posted.” 

 

1.5.2 Lack of value and recognition 

» “…The culture promotes retaining employees however those that have made great efforts to 
go above and beyond are not recognized…” 

» “There's no desire for developing within. The answer always seems to be to hire from 
outside.”  

» “…Talkers are rising in the organization while those who get results without showing off do 
not get the recognition or promotion.” 

» “I think there should be more appreciation shown for staff, people feel more inclined to be a 
better employee when they feel valued and respected (which we have neither of) …” 

 

1.5.3 Lack of support for part-time and unionized staff 

» “Part time employees who have worked over [PII51] years for the City still do not have any 
benefits or drug benefits coverage which is a poor reflection of what this City stands for.” 

» “The part time employees are no longer given opportunity to develop through temps and 
training. Also, I feel the city has created an environment of fear towards the management 
staff. Fear that if they don't do as their told they may lose their jobs. Which as a result has 
created a theme of just get the job done regardless of employee safety, rights and training.” 

» “… I find the heavy use of temporary employees, particularly over long periods is not 
indicative of inclusiveness. Employees can work for extended periods in temporary status 
and even with the partial benefits package are disadvantaged on things like sick leave and 
RRSP support when not eligible for pension.” 

» “There is no effort to make courses or sessions available to unionized staff who don't work 
the regular 830-430 hours. They also don't have access to computers in their day to day 
work, so signing up online, is not an option.” 

 
50 The focus group respondents’ data (20 or 21 persons) is used in this finding to bolster the trends and themes from 

the verbatim comments in the survey results. The combined results of the survey comments and focus group 
comments are not generalizable beyond the sample, but do point to areas of opportunity that The City may wish to 
focus on. 

51 [PII] refers to personally identifiable information which is removed to ensure privacy. 
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1.5.3 Lack of support for part-time and unionized staff 

» “More could be done to accommodate mental health at the City. There are virtually no 
resources or accommodations. Sick days should not be limited to physical illness that 
requires a doctor's note. Sometimes anxiety can keep you home the same way a cold can. 
The City needs to recognize this and re-evaluate sick day policies. People with chronic 
illness (such as chronic migraines) are also not accommodated in terms of sick days given 
that they are limited and require a note.” 

» “When asking about accommodating for disability the answer is either yes or no; I feel that 
the City has been somewhat accommodating. I have had to work out some issues myself to 
the best of my ability. Likewise, if you would ask for accommodation is yes or no. That would 
depend on the situation.” 

» “Even though there are policies to request accommodation for flexible work timing, it is not 
necessarily approved by some supervisors as they don’t agree with that policy.” 

» “There have been team members here who have worked flex time in the past and it has 
always been held over their head.” 

 

1.5.4 Lack of accommodation support 

» “More could be done to accommodate mental health at the City. There are virtually no 
resources or accommodations. Sick days should not be limited to physical illness that 
requires a doctor's note. Sometimes anxiety can keep you home the same way a cold can. 
The City needs to recognize this and re-evaluate sick day policies. People with chronic 
illness…are also not accommodated in terms of sick days given that they are limited and 
require a note.” 

» “When asking about accommodating for disability the answer is either yes or no; I feel that 
the City has been somewhat accommodating. I have had to work out some issues myself to 
the best of my ability. Likewise, if you would ask for accommodation is yes or no. That would 
depend on the situation.  Thus, I may ask for accommodation depending on the situation.” 

 

1.5.5 Inconsistent opportunities for training and development 

» “Depends on the department. Some are stricter than others. If there is a development 
opportunity, they say no because they do not want to lose you from your current position. 
(E.g. maternity leave opportunities).”  

»  “All are welcome to go to training, but I have heard from others that their supervisor will not 
approve or let them go because they don't want them to be ‘away for work’”. 

» “The favorites can access significant funds for training (i.e. free master’s degree), others 
have trouble accessing funds.” 

 

1.5.6 Varying applications of policy 

» “Different business units are treated differently by management. … Some get easy pay 
raises; others are expected to do the impossible.” 

» “Rules for some are different. No baseline and the difference between union and non-union 
roles is not fair.” 
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Quantitative findings noted in Figure 11 of low agreement for feelings of personal respect, value, 

and fairness also support these qualitative findings of perceived structural barriers that are 

impacting perceptions and experiences of fairness, value, support and accommodation in the 

workplace. Research indicates that fairness and respect, and feeling valued, drive experiences 

of inclusion.52 The inclusion indicator from Figure 11 that captured individual feelings of 

inclusion showed that 60.6% of survey respondents agreed that they feel included and only 

61.3% of survey respondents indicated that they feel inspired to behave more inclusively. When 

Culture Meter focus group respondents were asked for recommendations regarding Diversity 

and Inclusion at The City, respondents shared the following: 

» Implement a holistic and comprehensive Diversity and Inclusion lens to policy 
development and decision-making at The City. 

Figure 15 below shows that Culture Meter focus group participants’ agreement ratings ranged 

from 24% to 43% for questions that captured their perceptions about fairness and 

accommodation.   

 

Figure 15: Focus group participants’ perceptions of fairness and accommodation at The City.53 

While it is a small number of people (20 or 21 persons) who answered these questions, the 

findings from the focus groups further indicate that The City should include a focus on 

identifying, addressing and continuously monitoring practices that may be contributing to the 

perceptions and experiences of structural barriers. Employees in the focus groups expressed 

that these barriers are contributing to feelings of exclusion.   

 
52 Deloitte Australia, “Waiter, is that inclusion in my soup?: A new recipe to improve business performance”, last 

modified April 16, 2015, http://www.globaldiversityexchange.ca/waiter-is-that-inclusion-in-my-soup/. 
53 Not all results will equal 100%, as not everyone answered each question. 
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FINDING 1.6: City of Brampton Employees who participated in the survey 

and focus groups perceive several types of bias and discrimination. 

The tables below and on the following page provide Diversity Meter survey respondents and 

Culture Meter focus group respondents’ feedback about their perceptions, beliefs and 

experiences of discrimination, bias and harassment at The City. We grouped their feedback 

according to subthemes. The subthemes include the following: 

» Ageism 
» Sexism, gender bias and discrimination 
» Racism, ethnic bias and discrimination 
» Religion bias 
» Homophobia 
» Ableism 
» Language exclusion 
» Harassment 

1.6.1 Ageism54 

» “Although I enjoy inclusion, ageism is increasing. There was a huge sweep of mature 
employees and replacements are predominantly younger than the average. Although part of 
this is natural with the cycle of any workforce, a culture has evolved where maturity/age is 
now viewed as a liability rather than an asset. ‘When are you retiring?’ should be included in 
questions that can't be asked. It's too personal a question, highlights a person's age, 
questions competency and promotes insecurity.” 

» “I feel as an aging worker I am discriminated against. My experience, knowledge and years 
mean nothing…” 

» “I am in my [PII55 and I work for a young manager. I don't feel I am given the same 
opportunities that my younger colleagues are given. I often feel excluded…” 

 

1.6.2 Sexism, gender bias and discrimination 

» “This is the first organization I work for that on a continuous basis with certain divisions that 
women are not treated equally or with respect. It is stressful to hear on a daily basis 
complaint, etc. from one group towards members in my group …. One difference we are 
women. A director told a woman reports ‘do not cry, it is a sign of weakness’. Outside 
contractors have noticed demeaning situations and commented.” 

» “Some of my experiences in this corporation include the following: 
- sexualized comments, gestures, joking 
- women being discriminated against for pregnancy, menopause, family responsibility 
- comments around transgender, or gender-neutral ideas 
- masculine dominance in upper management roles.” 

 
54 The focus group respondents’ data (20 or 21 persons) is used in this finding to bolster the trends and themes from 

the verbatim comments in the survey results. The combined results of the survey comments and focus group 
comments are not generalizable beyond the sample, but do point to areas of opportunity that The City may wish to 
focus on. 

55 [PII] refers to personally identifiable information which is removed to ensure privacy. 
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» “If you are of childbearing age people, make comments about when you going to have 
children. I believe that supervisors are less likely to promote you as well for fear you will have 
a mat leave or not return after having a baby.” 

» “We now have a council that does fully represent the city but still is stuck in very traditional 
roles (e.g. women in HR). It has a very 1980’s feel of men at the top and women in support 
roles.” 

»  “Whether unconsciously or by design, there is a significant lack of women and people of 
colour in senior leadership positions.” 

» “I experienced both elected officials and colleagues make gender comments or jokes 
because they think I’m strong enough to handle it.  It is wrong but sometimes you feel you 
must play the game to fit in with the all-male group.” 

» “I also feel that sometimes individuals in roles at a higher level than me do not take me as 
seriously or respect what I have to say because I am a woman in a management role but 
when my Director steps in all of a sudden his validation makes them respect my opinion or 
suggestions.” 

 

1.6.3 Racism, ethnic bias and discrimination 

» “I just feel that being an immigrant, I am not as much appreciated on my achievements as 
other born Canadians. There is definitely a hidden stigma there. Overall people are friendly 
and understanding the other cultures. More education and training will definitely improve that 
understanding and will help in fostering the team environment….” 

» “…White employees gain more respect quickly, given more responsibility and are spoken to 
better. Their word has more value and respect. They are instantly given preference even 
over a non-white employee who has been with the city for years. Non whites don’t get the 
same respect.” 

» “I witness a lot of culturally based racism, especially to the south Asian population.  I see it 
quite regularly to women as well.” 

» “Team members making passive comments or mocking those of minority races. It’s anti-
immigrant “Anti-Immigrant comments - As I mentioned, my team is diverse, but the majority 
are people born or lived in Canada. My team mates make disparaging comments about 
immigrants from their home country and their practices. One person even went on to mention 
that they will not shop at a grocery store as that chain is frequented by immigrants of a 
specific color.” 

 

1.6.4 Religion bias 

» “…there is a ‘Quiet Room’ that is obviously designated as a room for Muslim prayers during 
the day (it is used very often). It even includes a foot wash basin. Other religions are not 
provided such areas. I have nothing against people praying at work, but if the city is providing 
a prayer area for one religion, it should provide for other religions as well.” 

» “…Other employers offer staff 2 religious’ days. Not all of us celebrate Christmas, we follow 
other religion and beliefs and have to use our own vacation day to celebrate with family. The 
province provides all employees with 2 days to use at their own discretion.” 

» “City of Brampton needs to be more careful when allowing other religion to showcase their 
beliefs. There have been instances when there were displays in Conservatory which was not 
acceptable and was demeaning other nationalities.” 
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1.6.5 Homophobia / Biphobia 

» “…stigma (maybe mistreatment?) of gay people in the office.” 
» “I can't see how its [LGB2sQ+] members could feel welcomed aside from the few friendly 

faces… For example, it is acceptable (even encouraged) to talk about advancing women's 
rights, immigrant employment. But not acceptable to talk about queer issues. In fact, other 
marginalized groups participate in our continued marginalization. Where are the allies?” 

 

1.6.6 Ableism 

»  “Additional exposure to all staff about why accessibility in the workplace is helpful, not just 
an annoying hurdle or approval, may help everyone be more on-board with creative solutions 
and compliance. People don't see things as helpful or necessary unless they need to make 
use of them themselves…” 

» “I had an incident with coworkers mocking me for my disability, even after I asked them not to 
several times…” 

 

1.6.7 Language exclusion 

»  “I feel excluded when my co workers speak a foreign language while I’m sitting beside 
them…” 

» “Rampant incivility is present with many of various cultures speaking in their mother tongue 
even though there are people around that do not share that same language.” 

 

1.6.8 Harassment  

» “I have been harassed, belittled, treated disrespectfully at meetings by someone (in 
management) in the City before. It has affected me negatively, giving me stress headaches, 
etc.” 

» “It happens a lot and across the city, but people think of it as gossip and not a big deal. 
People leave work because their supervisor is picking on them, they become a moving target 
which is very sad, I have seen this a lot. Gossip is harassment. Management can be silent 
on this issue and pretend that it is not happening.” 

 

The quantitative findings noted in Figure 11 indicate that 72.3% of survey respondents agreed 

that “Racist, sexist, homophobic, stigmatizing and other inappropriate comments are not 

tolerated at The City of Brampton.” This suggests that The City’s initiatives to address respect 

and tolerance in the workplace, particularly as they may relate to discrimination is likely to be 

facilitating and contributing to a moderate climate of tolerance.  

However, the qualitative findings from the Diversity Meter and Culture Meter show that The City 

may still need to address tolerance and respect with a focus on the issues highlighted in the 

above noted comments. 

Figure 16 on the following page shows that the CLT members and Culture Meter focus group 

respondents (i.e. employees) reported differences in beliefs about their experiences of 
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harassment or discrimination at The City. The majority of CLT members (85%) who were 

interviewed agreed that The City provides a work environment that is free of harassment from 

managers, colleagues and/or customers. However, 57% of employees who participated in the 

Culture Meter focus groups agreed that they have witnessed another employee at The City 

experiencing harassment or discrimination and 38% agreed that they have experienced 

harassment or discrimination at The City.  

 When Culture Meter focus group respondents were asked for recommendations regarding 

Diversity and Inclusion at The City, Respondents suggested that: 

»  The City address issues around harassment, particularly gender and ethnicity. 

 

Figure 16: Comparisons of CLT and employee focus group respondents’ perceptions of harassment and 

discrimination at The City56 

 

As seen in Figure 16 above, the results from the leader interviews and the focus groups57 

demonstrate that a lack of knowledge and experience of harassment on the part of leaders may 

result in negative perceptions (e.g. mistrust, low confidence) from employees. Mistrust and/or 

low confidence from employees can negatively impact employees’ willingness to report 

incidents - the consequence is a negative impact on the inclusion climate at an organization, a 

point that will be addressed below.  

 
56 Not all results will equal 100%, as not everyone answered each question. 
57 Results from the interviews and focus groups cannot be generalized beyond the sample. However they point to 

potential areas of opportunity that The City may choose to focus on regarding Diversity and Inclusion. 
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FINDING 1.7: Employees indicated low trust/confidence in management 

and Human Resources. 

In response to citations of barriers and harassment, focus group respondents were 

asked about their perceptions of the resolution mechanisms at The City. Figure 17 below shows 

the responses of the Culture Meter focus group respondents58 for the noted questions that were 

geared toward capturing their perceptions of The City’s response to conflict resolution: 

 

Figure 17: Focus groups participants' perceptions of conflict resolution at The City. 

Figure 18 on the following page shows the reasoning of Culture Meter participants for 

responding the way they did regarding the above question on the responsiveness of 

management and Human Resources. 

Together, the quantitative and qualitative findings from the focus groups59 suggest that The City 

should evaluate its current conflict resolution system. The evaluation should include 

perceptions, barriers and outcomes of using the conflict resolution system; an aim of this 

evaluation should include addressing negative perceptions/experiences of how employees’ 

complaints are addressed and resolved. 

 

 
58 Results from the interviews and focus groups cannot be generalized beyond the sample. However they point to 

potential areas of opportunity that The City may choose to focus on regarding Diversity and Inclusion. 
59 Results from the focus groups cannot be generalized beyond the sample. However they point to potential areas of 

opportunity that The City may choose to focus on regarding Diversity and Inclusion. 
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FINDING 1.8: A need exists for Diversity, Equity, and Inclusion 

programming. 

The tables on the following page provide Diversity Meter survey respondents and 

Culture Meter focus group respondents’ feedback about their perceptions, beliefs and 

experiences of Diversity and Inclusion practices at The City. Feedback is grouped according to 

subthemes, which include the following: 

» Lack of understanding of Diversity, Equity and Inclusion 
» Need for more DEI training; including a focus on gender and sexual orientation issues 
» DEI values not well integrated or applied inconsistently 
 
 

Agree

"I have built trust and faith in 
the professionalism of my new 

management, can’t say the 
same for the ROTJ Guys 

(Retired on the Job)"

"In my experience HR has 
given good advice in a timely 

manner."

Neutral

"I haven't had to report a 
concern so I'm not 100% sure 
that it would be handled well."

"My manager was let go and 
we have an acting manager. 

He took a course on 
harassment and now he 
wants all of us to do the 
course. I think he would 

handle a situation like this 
well."

Disagree

"You are encouraged not to go to HR 
or you will be black listed which never 

ends well for employees." 

"HR and management collude to 
make issues go away. I feel there is 
nobody to talk to. Two choices: shut 
up and keep the job or quit. I have 

learned the hard way that HR will not 
keep info confidential and will not 

legitimately investigate a complaint."

"I have spoken with HR reps about 
these types of issues in the past and 
although they listened and provided 
good feedback, they did not really 

provide a course of action or follow-
up ...  This leaves a lot of room for 
mistrust and whether you should 

bring anything forward."

“I will say that HR does not support 
staff. Their role is to support the 

organization at all costs, even if it 
means covering up issues or finding a 

way to get rid of a complainant.”

Figure 18: Low trust/confidence in conflict resolution system/ Human Resources by focus group participants. 
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1.8.1 Lack of understanding DEI60 

» “Choose the right person for the job! Don’t hire b/c of race, orientation, gender quotas...” 
» “I honestly feel that gender/sexuality should not be a factor in the workplace. 

Gender/sexuality is a private matter and should be handled in the same private manner. The 
only issues in the workplace that should be considered is your ability to do your job.” 

» “Also, as someone that was informed I did not get a position in the City of Brampton that I 
was qualified and interviewed well for because I ‘do not accurately reflect the diversity of the 
City of Brampton’ as I’m Caucasian and in the minority in Brampton, I think the underlying 
aim of this endeavor is likely backward or at the very least, unnecessary.” 

 

CCDI took this last comment at face value, and we suggest that no one should ever be told they 

did not get a job because ‘they do not accurately reflect the diversity of The City.’ It is 

recommended that hiring managers be coached that such language undermines diversity efforts 

and provided with language that focuses on the requisite skills and competencies of the position 

that can explain how the candidate did not perform on as well, as compared to the successful 

candidate. 

1.8.2 Need for more DEI training; including a focus on homophobia and biphobia 

» “I believe there needs to be more training for diversity and inclusion for our part-time staff….” 
» “…Diversity training should be mandatory, especially for the leadership team. It’s important 

that the leadership team demonstrate respect, integrity, and fairness to all.” 
» “Mandatory diversity and inclusion training for ALL staff; encourage support groups i.e. 

women’s group, LGBTQ+ groups and encourage city-wide networking/mentoring programs, 
best way to learn about each other and be more aware of diversity and inclusion concerns.” 

» “… the City need members of the lgbtq2si community as peer support team. EVERY cob 
Staff need training on gender neutral language, on human rights, anti oppression training. 
More gender-neutral washrooms on all staff terminals and properties. Inclusion Signages of 
LGBTQ2SI (rainbow) spectrum would be visibly wonderful to see, indicating that we are 
welcomed and not silent.” 

» “I feel the City of Brampton should run larger and more LGTBQ focused events city wide to 
create awareness and sense of acceptance.” 

 

Importantly, comments noted in Finding 1.6 also provide evidence and support for the 

recommendation that The City should include DEI programs that emphasize awareness 

development and training for related issues.  

1.8.3 DEI values not well integrated or applied consistently 

» “The city needs to take a hardline stance that defines who we are as an organization instead 
of trying to be everything. A more focused committed approach instead of constant loose 
conversations from 20,000ft up in the air. There are way too many abstract concepts our 
employees are being asked to buy in to (future ready, smart city, inclusive and diversity, 
corporate values, vision 2040). An integrated, clear approach to wrapping this all up that is 
easy to digest.” 

 
60 The focus group respondents’ data (20 or 21 persons) is used in this finding to bolster the trends and themes from 

the verbatim comments in the survey results. The combined results of the survey comments and focus group 
comments are not generalizable beyond the sample, but do point to areas of opportunity that The City may wish to 
focus on. 
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» “There needs to be more events that ALL employees can participate to help educate and 
promote diversity.” 

» “Often comments of support, inclusion and acceptance of diversity are made. Efforts to train 
staff are constantly offered; however, messages and information provided is not followed 
through… I believe there needs to be a support system in place to discuss concerns around 
diversity and inclusion, without fear of being reprimanded.” 

 

A lack of understanding of DEI and DEI values that are not being well integrated underline the 

point that DEI training is a requisite for resolving the three above-mentioned issues.   

Finding 1.8 and the examples provided in the above tables indicate that The City will likely 

benefit from programs that are focused on increasing awareness, understanding and application 

of Diversity, Equity and Inclusion (DEI) in the workplace. When Culture Meter focus group 

participants were asked for recommendations regarding Diversity and Inclusion at The City, 

they61 shared the following examples which may be useful in The City’s strategic planning 

phase: 

» Expand education and awareness on Diversity and Inclusion. 
» Break the silos throughout The City to improve the understanding and examine areas of 

common interest. 
» Provide support by establishing a forum where The City employees can provide 

feedback. 

 

 
 

 

 

  

 
61 Results from the interviews and focus groups cannot be generalized beyond the sample. However they point to 

potential areas of opportunity that The City may choose to focus on regarding Diversity and Inclusion. 
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2. Inclusive Leadership Growth Key Findings 

This section examines the findings from the Leadership Growth assessments with The City’s 
Corporate Leadership Team (CLT). Theses assessments included carrying out Intercultural 
Development Inventory (IDI®) assessments with 13 CLT 
members and conducting one-on-one interviews with the 13 
CLT members. 

The objective of conducting Leadership Growth assessments 
with the CLT was to capture information for the following: 

» The diversity profile of the CLT members. 
» CLT’s understanding of diversity and inclusive 

leadership. 
» CLT’s levels of intercultural competency.    
» CLT’s awareness of Diversity and Inclusion issues that may exist at The City. 
» CLT’s commitment to Diversity and Inclusion at The City. 

Demographic snapshot of The City’s CLT  

The figures below provide information of the diversity profile of the CLT. This information 

provides insights of the leadership team compared to the demographic composition of 

respondents who participated in the Diversity and Inclusion survey (see Demographic snapshot 

of The City’s Diversity Meter respondents). 
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Figure 19: CLT Length of Employment.  Figure 20:  CLT Underrepresented groups. 

 

Figure 21: CLT Age. Figure 22: CLT Gender. 

Please note: at the time of this 

assessment, the CLT included 

Department Heads, the CAO 

and several Directors.  Due to 

organizational changes, the 

new ‘Strategic Leadership 

Team’ includes Department 

Heads, and the CAO. 
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The demographics indicate that the CLT consists mostly of Heterosexual persons without a 

disability (100%), who identify as White Men (85% and 69%, respectively). The length of 

employment for 54% of CLT is 1 to 5 years, and 46% of CLT are between 41 to 50 years of age.  

 

CLT’s understanding of diversity and inclusive leadership 

FINDING 2.1: In defining inclusive leadership, the CLT emphasized 

‘collaboration’ but lacked an emphasis on ‘courage’. 
 

Inclusive leadership is a process and an outcome that requires an openness and 

awareness of diverse perspectives, recognition of personal biases/blind spots, active self-

reflection on personal perspectives as well as those of others, and continual commitment to 

engaging in the process of inclusive leadership. During the Leadership Growth interviews, 13 

leaders were asked to identify traits of an inclusive leader. We conducted a gap analysis to 

compare their responses against the six traits of inclusive leadership outlined by Deloitte’s 

(2016)62 leadership framework.  

Table 4 on the following page outlines the findings. Analysis of the responses indicate that The 
City’s leaders generally articulated traits that align with 5 of the 6 Deloitte’s inclusive leadership 
traits. Specifically, ‘collaboration’ was a trait that was most commonly emphasized by the CLT 
members. These comments on the traits of an inclusive leader focus on an external view of the 
operation of leadership. i.e. demonstrating empathy, seeking different opinions, listening to 
different voices.  

The analysis also identified a gap in understanding of leadership as an internal, self-reflective 
behaviour that is dynamic over time. In other words, inclusive leadership is not only something 
you “do” to show others that you are inclusive, but rather it is also a behaviour that comes from 
self-learning, self-reflection, adaptation and humility. These findings indicate that leaders may 
benefit from recognizing the inclusive leadership trait of ‘courage’. According to Deloitte, leaders 
demonstrate courage when they speak up and challenge the status quo, and they are humble 
about their strengths and weaknesses.   

  

 
62 Bourke, J., Dillon, B. (2016). This leadership framework was developed using data collected from 1,000 global 

leaders, interviews with 15 leaders and subject matter experts, and a survey of 1,500 employees on their 
perceptions of inclusion. 
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CLT responses compared to Deloitte Six Traits of Inclusive Leaders 

Trait Deloitte Definition Examples from CLT 

Commitment Highly inclusive leaders are 
committed to Diversity and 
Inclusion because these 
objectives align with their 
personal values and because 
they believe in the business 
case. 

» “They are strong models of org’s 
values” 

» “Committed to ensuring that we have a 
diverse workforce, that our corporation 
is aligned and respecting personal 
values.” 

Courage Highly inclusive leaders speak 
up and challenge the status 
quo, and they are humble 
about their strengths and 
weaknesses. 

» “Courageous” 

Cognizance of Bias Highly inclusive leaders are 
mindful of personal and 
organizational blind spots and 
self-regulate to help ensure 
“fair play.” 

» “They accept and seek out different 
opinions and value those opinions; 
accommodate where required; have 
vision to understand that there are times 
have to go extra mile to ensure 
workforce is rep of community” 

Curiosity Highly inclusive leaders have 
an open mindset, a desire to 
understand how others view 
and experience the world, and 
a tolerance for ambiguity. 

» “Open-minded” 

» “Being open and understanding different 
ideas in every aspect of the business, 
the different customers we serve – 
trying to understand that everyone has 
different needs.” 

Cultural intelligence Highly inclusive leaders are 
confident and effective in 
cross-cultural interactions. 

  

» “Accepting” 

» “As a leader have to be very flexible, 
especially in a paramilitary area of the 
City - how to approach different people 
differently” 

» “Empathy. Knowledge about their 
situation.” 



 

 
 

Canadian Centre for Diversity and Inclusion www.ccdi.ca  62 

Trait Deloitte Definition Examples from CLT 

Collaboration 

 

Highly inclusive leaders 
empower individuals as well 
as create and leverage the 
thinking of diverse groups.  

  

» “Ensure that everyone has an 
opportunity to provide feedback in a 
very safe way and in a very trusting way 
without fear of repercussions.” 

» “Exercises compassion in interactions” 

» “Thoughtful listener and communicator” 

» “Ensure that there is a range of 
perspectives involved and at the table” 

» “Seek out opinions and knowledge from 
everyone on the team regardless of who 
they are. Someone who creates an 
environment where people feel 
welcome to speak their mind. An 
appreciation given for what people have 
to contribute.” 

» “Sees past facades, embraces all skills 
and abilities and can find the strength in 
everyone regardless of background and 
make sure that they are all successful”  

Table 4: Gap analysis of CLT’s inclusive leadership definition according to Deloitte’s inclusive leadership model. 

 

FINDING 2.2: The CLT demonstrates an understanding that diversity goes 

beyond factors such as race and gender, however some comments are 

reflective of a Minimization mindset. 

Approximately 85% of CLT members agree that The City is committed to Diversity and 
Inclusion. This percentage is higher when compared to the survey respondents who agreed with 
this statement (approximately 74% of managers/supervisors, 72% of team leads/forepersons 
and 64% of employees.)63 CLT members also presented an understanding that diversity goes 
beyond factors such as race and gender:  

» Diversity represents people from various backgrounds, ages, genders, religions, 
cultures, physical abilities, skill levels, education, experience, lifestyle etc. 

» Diversity is your story, your personal data, your strength, your weaknesses. 
» Recognizing that we are not all the same, that we are different, and finding ways to see 

past diversity and praise it. 

However, some CLT members stated the following: 

»  “Avoid conscious bias towards meeting certain numbers/meeting quotas.” 

 
63 Percentage agreement for CLT is derived from the Leadership Growth interviews; % agreements for 

managers/supervisors, team leads/forepersons, and employees are derived from the Diversity and Inclusion 
Survey. 
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» “Regardless of who you are or what you believe, ensure everyone is given equal 
opportunity to participate and be included in various processes or functions.” 

» “Have to hire best of the best regardless of skin colour or physical traits.” 

These comments64 indicate that the majority of CLT members are functioning from a 

Minimization mindset65 and/or they likely have a misunderstanding of equity. Whereas equality 

aims to promote fairness by treating everyone in the same manner, equity refers to giving 

everyone what they need to be successful. For equity to exist, one must recognize that people 

tend to differ in their abilities, resources and experiences. Those differences may materialize 

into barriers in the workplace. When barriers are ignored, we end up promoting privilege, which 

is unmeritocratic. A meritocracy can only exist when structural barriers are recognized (e.g. 

racism, sexism, homophobia etc.), since leaders who do not recognize the existence of 

structural barriers may be less attuned to the need to resolve these barriers.  

 

FINDING 2.3: The CLT defined inclusion as an outcome where 

everyone has access and barriers are removed, or as a sense of value 

and belonging. 

To assess leaders’ understanding of inclusion, CLT members were asked, “What is your 
definition of inclusion?” The below are sample comments of CLT members’ responses:  

» “Deliberately thinking about how staff work together to be productive, enjoy coming to 
work, and being successful.” 

» “An environment where everyone feels they can be who they are, accommodate, 
support, and provide service that meets needs.” 

» “Inclusion is not only having people employed by the City but also partaking in every 
aspect of what that means to be employed – making sure they are respected, engaged. 
It’s when we listen to their feedback and incorporate that into operations.”  

» “Everyone who works here has a voice and feels like a part of the workforce.” 

These responses indicate that CLT members interpret inclusion as an outcome when everyone 
has access, barriers are removed, and/or individuals experience respect and a sense of value 
and belonging. These statements suggest that the CLT has a good understanding of inclusion.  

 

CLT’s intercultural competency  

Findings 2.4, 2.5, and 2.6 relate to the cultural competence of The City Corporate Leadership 

Team as assessed by the Intercultural Development Inventory® (IDI®) in the fall of 2018.66 

 
64 Along with findings from the IDI assessments. 
65 Results from the IDI assessments of the CLT indicate that a majority of members are functioning from a 

Minimization mindset. The IDI findings are discussed in 2.6 and 2.7 below. 
66 Please note: These IDI® assessments were conducted on the Corporate Leadership Team prior to some 

personnel changes. As such, this group aggregate assessment is based on the previous leadership team.  
However, the previous leadership team exists within the context of leadership culture at The City of Brampton and 
the previous leadership team’s level of cultural competence may have lasting effects.  Furthermore, according to 
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Background and methodology 

About the IDI® Questionnaire. 

The IDI® is the most widely used and validated measure of cultural competence. The IDI® is a 

50-item questionnaire (similar to Myers-Briggs or other psychometric self-assessment tools) that 

can be completed in approximately 10–20 minutes. A wide range of organizations and 

educational institutions use the IDI®, and the IDI® assessment has been completed by hundreds 

of thousands of people worldwide. Thousands of Qualified Administrators in more than 30 

countries have extensively applied the IDI® in corporate, non-profit, and educational contexts. In 

addition, more than 60 published articles and book chapters as well as over 65 Ph.D. 

dissertations have been dedicated to the IDI®. 

What the IDI® Measures. 

The IDI® measures an individual or 

group’s level of intercultural 

sensitivity along the Intercultural 

Development Continuum®, which is 

based on the Developmental Model 

of Intercultural Sensitivity, a 

renowned and widely respected 

developmental model originally 

created by Dr. Milton Bennett.  

The Intercultural Development 

Continuum® (shown in Figure 23) 

theorizes that individuals progress 

through specific phases of 

development in their understanding 

of the complexity of cultural 

similarity and difference. Each position along the continuum represents an increasingly complex 

understanding of cultural difference, which in turn allows increasingly sophisticated and 

engaging experiences with people of other cultures. 

One of the interesting features of the IDI® assessment is that it measures where the individual 

thinks they are on the continuum, known as their “Perceived Orientation”, and where they 

actually are developmentally, known as their “Developmental Orientation”. 

 
IDI® research on hundreds of thousands of IDI® participants, most leadership teams and in fact most individuals 
who complete an ID®I assessment are assessed in Minimization, thus it is not unusual to find a leadership team 
that is majority in Minimization, and the effects of the mindsets discussed below are relevant. The City of Brampton 
has pledged to complete IDIs® on the new Corporate Leadership Team members. However, those assessments 
will not be completed in time for inclusion within this report.   

Figure 23: Intercultural Development Continuum. 
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Outputs of the IDI® Assessment Process. 

The IDI® tool generates profiles of an individual’s and a group’s capability for shifting cultural 

perspective and adapting behavior toward cultural differences and commonalities – that is, it 

measures their level of intercultural competence. The IDI® tool also produces developmental 

plans for individuals who complete the assessment, which is aligned with their Developmental 

Orientation, or where they actually are, developmentally.  

CLT members’ Completion rate was 100%  

In total, 13 out of 13 CLT members from The City who were invited to participate 

did complete the IDI® assessment questionnaire and subsequently completed their 

individual Debrief and Coaching sessions. Eleven of the thirteen CLT members attended the 

half-day developmental session on November 22, 2018, and each CLT member subsequently 

had a follow-up individual debrief and coaching session at which their individual results were 

presented to them along with a 12-month developmental plan.  

Participation and Commitment 

IDI® Debrief and Coaching sessions revealed a range of understanding of cultural difference 

and approach to difference, as well as a range of commitment or engagement to the entire IDI® 

assessment and feedback process. The majority of the CLT members were very much engaged 

in the process, and the discussion with them suggested they were taking their results and 

developmental plans seriously. 

 

FINDING 2.4.  The CLT – in aggregate – is operating from a Minimization 

mindset as assessed by the IDI®. 

Figure 24 on the following page shows the group aggregate results of the 13 CLT 

members as assessed using the IDI®.  

The figure shows both the Perceived Orientation and the Developmental Orientation of the 

group. Perceived Orientation is where individuals assesses themselves, and Developmental 

Orientation is where the IDI® assesses the actual developmental level of the individual or group.  

Figure 25 on the following page shows the orientation gap between where the CLT think they 

are in their development versus where they actually are in their development, as assessed by 

the IDI®. The CLT has an orientation gap of 18.65 points between where they think they are and 

where they actually are. A gap of 7 or more points is statistically significant. Most respondents 

have a gap of 15-25. IDI® research shows that virtually everyone overestimates their level of 

competence to some degree. This is pertinent because the degree to which one overestimates 

oneself can inform the difference between our intent and our impact. Individuals with a large gap 

may be less aware of the impact of their words and behaviours.  
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Figure 25: IDI®-assessed Orientation Gap for The City of Brampton CLT. 

 

Figure 26 on the following page, shows the range of developmental levels within The City’s 

CLT.  

The predominant mindset in the group is Minimization, with 46.2% of the CLT in Minimization. 

Additionally, 23.1% of the CLT were assessed to be Acceptance and 30.8% on the cusp of 

Acceptance, which means they are in high Minimization transitioning into Acceptance.  

Figure 24: Aggregate combined IDI®-assessed developmental level of The City of Brampton CLT. 
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It should be noted that while some of the leaders have left, most leadership teams have a 

predominant mindset in Minimization.  Of all the hundreds of thousands of IDIs® conducted 

around the world, 68% of those assessed are in Minimization. Thus, unless The City has 

specifically chosen new leaders for their level of cultural competence, the statistical probability 

suggests that the majority of new leaders are likely to be in Minimization as well. 

The implications of each of these mindsets are discussed in the next section. 

 

Figure 26: Range of IDI®-assessed developmental levels of The City of Brampton CLT.  

 

FINDING 2.5:  46.2% of the CLT are operating from a Minimization 

mindset which overemphasizes similarities instead of acknowledging 

and valuing differences. 

Minimization 

Minimization is a transitional mindset between the more Monocultural orientations of Denial and 

Polarization and the more intercultural/ global worldviews of Acceptance and Adaptation. 

Minimization highlights commonalities in both human Similarity (basic needs) and Universalism 

(universal values and principles) that can mask a deeper understanding of cultural differences.  

Minimization can take one of two forms: (a) the highlighting of commonalities due to limited 

cultural self-understanding, which is more commonly experienced by dominant group members 

within a cultural community; or (b) the highlighting of commonalities as a strategy for navigating 

the values and practices largely determined by the dominant culture group, which is more often 

experienced by non-dominant group members within a larger cultural community. This latter 

strategy can have survival value for non-dominant culture members and often takes the form of 

“go along to get along.”  

Effect: When Minimization exists in organizations diverse groups or individuals often feel “not 

heard,” and leaders are unlikely to prioritize Diversity and Inclusion or demonstrate commitment 

in their day-to-day actions. 
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Research shows that when the majority of a leadership team is in Minimization, they typically 

will not place enough value on difference. Teams where the majority is in Minimization will tend 

to maintain the status quo. They will often dismiss or reject feedback from minority group 

members because it is not the view of the majority.  

Furthermore, most of those in the CLT are from socially advantaged groups. Our interviews 

showed that several of the CLT members do not believe there is racism, sexism or homophobia 

in the organization, and/or several see racism, sexism, or homophobia as ‘individual acts of 

meanness’, rather than recognizing the systemic nature of such oppressions.  These responses 

are aligned with a Minimization mindset, but this also pose concerns for the organization taking 

these issues seriously and may be related to employees’ low perceptions of inclusive leadership 

and management, and the organization’s and the leaders’ commitment. 

Many of The City’s CLT who are in Minimization say they are supportive of Diversity and 

Inclusion, and can cite the policies and programs they have in place that are dedicated to 

Diversity, Equity and Inclusion, without recognizing the impact that their own Minimization 

mindset may have on the effectiveness of those policies and programs.    

The mindset of Minimization generally plays out in day-to-day behaviours, decisions, and 

resource allocations, and may manifest as a lack of understanding of the experiences of 

minoritized individuals in the organization. This in turn may lead to a lack of being attuned or 

committed to issues of Diversity and Inclusion.  

 

FINDING 2.6: 23.1% percent of the CLT are in Acceptance.   

Acceptance and Adaptation 

With an Acceptance orientation, individuals recognize and appreciate patterns of cultural 

difference and commonality in their own and other cultures. An Acceptance orientation is 

curious to learn how a cultural pattern of behavior makes sense within different cultural 

communities. This involves contrastive self-reflection between one’s own culturally learned 

perceptions and behaviors and perceptions and practices of different cultural groups. While 

curious, individuals with an Acceptance mindset are not fully able to appropriately adapt to 

cultural difference. Someone with an Acceptance orientation may be challenged as well to make 

ethical or moral decisions across cultural groups. While a person within Acceptance embraces a 

deeper understanding of cultural differences, this can lead to the individual struggling with 

reconciling behavior in another cultural group that the person considers unethical or immoral 

from his or her own cultural viewpoint.  

Effect: When Acceptance is present in organizations, diverse groups or individuals feel 

“understood.” 

When leaders are in Acceptance, they are more likely to value difference, to seek out different 

perspectives, and to recognize and accept that other people are having experiences different 

than their own. Individuals in Acceptance are more likely to recognize the importance and 
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impact that their own cultural identity has on the way they experience the world and are more 

likely to be aware of the oppressions and barriers faced by others.  

An Adaptation orientation consists of both Cognitive Frame-Shifting (shifting one’s cultural 

perspective) and Behavioral Code-Shifting (changing behavior in authentic and culturally 

appropriate ways). Adaptation enables deep cultural bridging across diverse communities using 

an increased repertoire of cultural frameworks and practices in navigating cultural 

commonalities and differences.  

An Adaptation mindset enables one to adapt their behaviour in different cultural contexts. While 

people with an Adaptation mindset typically focus on learning adaptive strategies, problems can 

arise when people with Adaptation mindsets express little tolerance toward people who engage 

diversity from other developmental orientations. This can result in people with adaptive 

capabilities being marginalized in their workplace. Leaders in Adaptation are generally poised to 

be competent inclusive leaders. 

Effect: When an Adaptation mindset is present in the workplace, diverse groups or individuals 

feel “valued and involved.” 

Leaders in Adaptation will generally be inclusive leaders, adept at listening to and acting on 

different perspectives and adapting their leadership and communication style to be most 

effective in different contexts and play to the strengths of those whom they lead. Individuals in 

Adaptation are likely to be very aware of the importance of differences between people, and the 

experiences of others who are not like them and are very likely to be attuned to issues of 

Diversity and Inclusion and the barriers faced by some groups within the workplace. 

RISK: It should be noted: given that there are 23% members of the CLT who are in 

Acceptance, some of these individuals expressed frustration and/or feeling stymied 

or obstructed in discussions about Diversity, Equity and Inclusion with other 

members of the leadership team. Because the majority of the CLT is in 

Minimization, they outnumber those in Acceptance. Research shows that a team where the 

majority of are in Minimization will tend to maintain the status quo. A common outcome of this 

type of situation is that those leaders who are in Acceptance or Adaptation may become 

disengaged, feel that they are silenced by the majority, and may possibly experience reprisals 

because they have potentially been labelled as ‘troublemakers’ or ‘an obstacle to getting things 

done’ when they challenge the status quo. As such, in some organizations, these individuals 

have chosen to leave the organization to find an environment where they can thrive. This is a 

risk at The City and highlights the need for the CLT to follow through with their IDI® 

development.  
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CLT’s awareness of Diversity and Inclusion issues at The City 

FINDING 2.7: The CLT demonstrates a lack of understanding of 

structural barriers. The is a notable misalignment between the CLT and 

employees’ perceptions of fairness, ‘isms’, and barriers to 

training/development/advancement/job opportunities.  

During the Leadership Growth interviews, CLT members provided their perceptions67 of 
workplace issues regarding barriers, flexibility, policy application, fairness in developmental 
opportunities, and fairness in job opportunities (as shown in Figure 27 on the following page). 
The responses indicate that the majority of the CLT members agreed to the following: 

» All employees have equal opportunity to advance while being mindful of factors such as 
age, sexual orientation, race/ethnicity, gender, sexual orientation, and age (85% 
agreement) 

» The City provides employees with a work environment that is free of harassment from 
managers, colleagues and customers (85% agreement). 

» Directors and managers apply policies consistently and fairly (54% agreement). 
» Everyone benefits from equitable access to resources and opportunities (77% 

agreement). 
» The City’s work environment is flexible and accommodating for people with different 

needs (69% agreement). 

These findings suggest that the CLT members are not demonstrating satisfactory awareness of 

workplace issues that are likely to be negatively impacting The City’s inclusion climate. These 

findings are also indicative that the CLT lacks a satisfactory understanding of structural barriers. 

This is supported by comparing the notably lower ratings of agreement provided by the Culture 

Meter Respondents’ when they were asked about their perceptions and experiences of 

workplace barriers. For example, Culture Meter Respondents agreement scores ranged from 

24% to 57% for the following: 

» Everyone is treated fairly and consistently when applying for a job or promotion at The 
City (24% agreement). 

» The City’s leaders, managers and supervisors apply policies consistently and fairly (24% 
agreement). 

» The City’s work environment is flexible and accommodating to people with different 
needs or abilities (38% agreement). 

» Everyone is treated fairly and consistently when requesting training or developmental 
opportunities at The City (43% agreement). 

» Personally experienced harassment or discrimination at The City (38% agreement). 
» Personally witnessed another employee at The City experiencing harassment or 

discrimination (57% agreement).  

 
67 Perceptions were captured by asking CLT members to select a response from one of the following choices: 

Strongly agree, Agree, Slightly agree, Slightly disagree, Disagree, Strongly disagree.    



 

 
 

Canadian Centre for Diversity and Inclusion www.ccdi.ca  71 

It is important to note that some CLT members did identify barriers to inclusion and 

advancement that exist at The City. A thematic analysis of some of the CLT members 

perceptions of barriers is presented on the following page in Figure 29. 

 

 

 

 

 

 

 

 

 

 

 

 

   Figure 27: CLT Perceptions of Fairness in the Workplace.68 

 

 

 

 

 

 

 

 
68 Not all results will equal 100%, as not everyone answered each question. Some responses equal 99% or 101% 

due to rounding. 
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Figure 28: Employees’ Perceptions of Fairness in the Workplace. 
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The following tables demonstrate the difference in opinion on the CLT regarding the existence 
of ‘isms’ at The City.  

Racism 

No, racism doesn’t exist at the City: 
»  “I haven’t seen racism in my personal experience. I’m also starting to see a lot more diversity in 

workforce.” 
»  “We have put together a pretty fair process and seek out input from people from various 

backgrounds.” 
 

Yes, racism exists at the City: 

» “Personal experience. Someone’s comments while I was around were not appropriate.” 
»  “Some council members and mayor have made inappropriate comments.” 
» “For leaders and employees in the corporation, the concept of the knowledge and ability to check 

your bias is pretty new, nascent.” 
» “There is inherent systemic lack of understanding of our communities, therefore stereotyping.” 

 

 

 

Thematic Analysis of  
CLT's Comments

Need for Diversity, 
Equity and Inclusion 

(DEI) programs

Lack of 
Undertanding of DEI

Discrimination and 
Bias

Racism

Sexism and Gender 
Bias

Ageism

Homophobia/ 
Biphobia

Figure 29: Thematic analysis of CLT’s perceptions of barriers to inclusion. 
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Ageism 

No, ageism doesn’t exist:  
» “We look at ability and skill set, not age.” 
» “There are a lot of people who have been in the city for 30+ years and they are considered 

assets. First place I’ve worked where there are people who have been here for that long.”  
» “Confident about this; that at the highest levels of leadership they truly believe in a person’s 

capacity to do that work is not based on age.” 
 

Yes, ageism exists:  
» “In fire, we force people to retire at age 60.” 
» “Heard people say ‘that person is too young’ or ‘too old’ or ‘child-bearing age.’” 
» “Seen assumptions related to young, new workers who don’t have range of experience, there 

are assumptions about ability. And same for someone who may be late in career, who may not 
have had exposure to tech advancements, assumption is that haven’t kept up with skills.” 

 

Sexism and gender bias 

No, sexism doesn’t exist:  
» “Have people that work for me that have different gender identities.” 
» “Haven’t seen any decisions made where this is front and centre.” 
» “Comes from the fact that the elected officials are gender balanced and it has set a tone in the 

organization related to gender.” 
 

Yes, sexism exists:  
» “Have heard some comments based on sex or gender.” 
» “Personal experience. Behaviour with specific men thinking they can bully me as a woman, in 

terms of my opinion.” 
»  “There are some very traditional mindsets around gender even though we are evolving.” 

 

 

Homophobia / Biphobia 

No, homophobia doesn’t exist:  

» “Live it every day and don’t see it. It’s part of our culture now.” 

» “Because I know we have openly gay people in high positions.”   

» “In my own experience, I’ve never seen any of this. You see it in everyday interactions of 
people, which you address separately, but organizationally no; corporately it would never be 
expressed.” 

» “Have seen examples of people who are promoted regardless of sexual orientation.” 

 

These comments demonstrate that the majority of CLT members demonstrated an inadequate 

understanding of systemic ‘isms’. For example, when asked about systemic racism, CLT 

members tended to describe how racism is expressed, rather than what systemic racism is. 

Awareness of the difference between racist behaviour (i.e. the overt discriminatory actions 

based on race/ethnicity) and systemic racism or other forms of isms (i.e. institutional 

structures/systems that continuously exclude groups of individuals due to an element of their 

identity) provides individuals with the ability to notice when patterns of exclusionary practices 

are occurring (ex. few women in leadership positions). Importantly, the inability to recognize 
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systemic exclusion increases the likelihood that inequitable practices will continue to be 

reinforced through policies and practices.  

CLT commitment to Diversity and Inclusion at The City  

Leaders are instrumental in shaping workplace culture as they are key drivers for an 

organization’s vision, mission and structure. Therefore, it is essential to understand leaders’ 

commitment to organizational strategies because their commitment can indicate the success 

and impact of these strategies. During the Leadership Growth interviews, we asked questions 

that were geared towards capturing insights of the CLT members’ attitudes and commitment to 

Diversity and Inclusion. Specifically, we asked leaders for recommended actions and predicted 

outcomes of a Diversity and Inclusion strategy. This form of questioning can provide insights 

that relate to leaders depth of interest, consideration and assessment of the issues – all of 

which can indicate levels of commitment. 

 

 

FINDING 2.8: The CLT supports an ongoing commitment to promoting 

leadership’s Diversity and Inclusion development and advancing a 

Diversity and Inclusion agenda. 

When asked: “Do you have any specific recommended actions that you believe should be 

included in the Diversity and Inclusion Strategy?”, CLT members provided the following 

feedback:  

Theme Examples 

Awareness-
building, training, 
education 

» “Need to build awareness, with an Office of Diversity to drive the 
conversation.” 

» “Should include having folks come in to do training and education for 
us. Ex. did we source from ethnic communities to get a broader 
source of applications? Need experts in this field, with a government 
lens. What happens at Google or another top tier organization, those 
practices don’t work in the public sector?” 

» “We all need a common understanding of what diversity and 
inclusion entails; avoid conscious bias towards meeting certain 
numbers/meeting quotas.” 

» “Opportunity to look at competencies and see how we bring more 
D&I into competencies.” 

Measurement  

 

» “Need information on the current status of diversity – are we 
measuring how diverse and inclusive we are? What happens after 
interview?  What techniques can we use to get more visible 
minorities?” 

Representation 

 

» “We still hear that we are not reflective of the community.”  

» “400,000 South East Asians living here which is a significant 
percentage of the population – you would think that there would be a 
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Theme Examples 

higher percentage working at City of Brampton – need to ask:  why 
aren’t they?” 

» “The perception in the community – which is very diverse – is that 
Council and leadership are not being representative of the 
community. However, if you look across the organization, there is a 
great deal of diversity and that needs to be recognized.” 

Leadership and 
succession 
planning 

» “Callout is around the leadership team and mentoring. There needs 
to be more mentoring of people with diverse backgrounds into the 
leadership team.”  

» “As a leader, how am I going to group my direct reports to take over 
my job? It is more based on personal relationship or favouritism – ‘I 
really like this guy, so he will be my successor.’” 

» “When there is a hiring, I hear things like ‘Well I really wanted to hire 
a woman, but it’s so difficult to get a qualified woman’.  It shouldn’t 
be. Look at your management team and look at grooming. If there 
are directors who are being groomed, then it shouldn’t be about 
hiring a token woman.” 

Table 5: Recommended Actions from CLT. 

 

When asked: “What outcomes do you anticipate as a result of the Diversity and Inclusion 

Strategy? Best/worst case scenarios?”, CLT members provided the following feedback: 

CLT members’ perceptions of potential outcomes 

Best Case Scenario Worst Case Scenario 

» Opportunity to look at competencies and 
see how we bring more D&I into 
competencies 

» There is enough information in the D&I 
environment that at the very least, senior 
leadership should go through D&I training 
at least quarterly 

» Regular, routine training to reinforce first 
principles about respecting everyone; 
continuous reinforcement 

» Recommend the corporation bring 
someone from CCDI in and rotate them 
through the organization to talk about the 
strategy. Need to build awareness. Need 
an Office of Diversity to drive the 
conversation. 

» Engage as many diverse groups as much 
as possible in different ways. Make sure 

»  “Really like that we are doing census – 
want focus on key priority areas and get 
some direct assistance with this. How do 
we continue this assistance going forward 
– can’t be the flavour of the day.” 

» “Should include having folks come in to 
do training and education for us. Ex. did 
we source from ethnic communities to get 
a broader source of applications? Need 
experts in this field, with a government 
lens. What happens at Google or another 
top tier organization, those practices don’t 
work in the public sector.”  

» “We all need a common understanding of 
what diversity and inclusion entails; avoid 
conscious bias towards meeting certain 
numbers/meeting quotas. Don’t want to 
discriminate against white males.” 
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that there is employee and leadership 
support to make initiatives successful. 

» Promoting more entry level positions so 
talent can be grown from within.  

 

 

» “Wary of having a designated person to 
address diversity and inclusion, with the 
thought that this is the person that is 
going to solve all the problems. In 
previous positions at other organizations 
have seen a designated person put in this 
role. The result is that shared ownership 
does not exist across the organization; 
this can dilute responsibility and success.”  

Table 6: CLT members’ perceptions of potential outcomes. 

 

Key take-aways

Comments made by some CLT members suggest there is a limited understanding of what 

structural barriers are and how they contribute to patterns of repeated exclusion of groups. 

Rather, the majority of CLT members described ‘isms’ (e.g. racism, sexism, ageism, and 

homophobia) as characteristics or behaviours that some individuals exhibit overtly (i.e. 

“individual acts of meanness”). Furthermore, the CLT members did not satisfactorily provide 

a sound understanding of how systems of institutional policies and practices that are fortified 

by unexamined beliefs and biases can function to repeatedly exclude groups of people. For 

example, a reason why men are more likely to occupy executive positions is related to 

systems that facilitate opportunities for advancement of men but do not provide similar 

opportunities to women. These systems may not overtly discriminate against women but due 

to unexamined assumptions and biases, women are more likely to experience exclusion due 

to barriers that are tied to social, historical, cultural, political, and economic practices.  

At CCDI, we emphasize that a sound understanding of what structural barriers are and how 

they operate is essential for members of any leadership team. This level of understanding is 

stressed upon because structural barriers can go unnoticed by individuals who are less likely 

to be negatively impacted (e.g. Heterosexual White Men without Disabilities, a group that 

also tends to have majority representation in leadership). The result is two-fold, the 

perpetuation of the existence of inequities and false understandings of meritocracy, both of 

which contribute to barriers for achieving an inclusive workplace and an engaged workforce. 

Importantly, the finding that approximately 46% of the CLT members are functioning in a 

Minimization mindset suggests that these leaders may not readily discern how differences in 

employees’ identities can result in differing experiences, including exclusion experiences that 

are linked to structural barriers. It is important that the awareness and understanding of CLT 

members knowledge of structural barriers improves because these individuals noted (see 

finding 2.3) that inclusion is an outcome of the removal of barriers. As such, it is essential 

that the CLT develops a strong understanding of the different forms of barriers that can exist.  



 

 
 

3. Organizational Maturity Key 
Findings.  
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3. Organizational Maturity Key Findings. 

We conducted a review and assessment of The City’s organizational maturity as it relates to 

standards and practices of Diversity and Inclusion. The aim of this part of the assessment was 

to identify strengths, gaps, and opportunities for further Diversity and Inclusion development. To 

assess The City’s organizational maturity, we conducted our Maturity Meter assessment which 

measured The City’s policies, practices and procedures using the Global Diversity and Inclusion 

Benchmarks (GDIB) that have been developed by The Centre for Global Inclusion. We also 

asked The City’s project team to complete a GDIB self-assessment. The self-assessment 

measured The City’s project team’s knowledge of the Diversity and Inclusion standards and 

practices that are already implemented at The City, and also helped CCDI to identify details 

around some of The City’s initiatives. CCDI then compared the project team’s knowledge with 

the findings from the Maturity Meter in order to identify gaps and opportunities.   

  

About the Maturity Meter. 

The metrics used in the Maturity Meter have been developed primarily from the GIDB tool69. We 

use the GDIB because it provides a globally recognized set of standards against which to 

measure the City’s Diversity and Inclusion standards and practices for different parts of the 

organization, e.g. workforce, policies, leadership, etc.  

The Maturity Meter evaluates your organization’s Diversity and Inclusion standards and 

practices using the GDIB’s 266 benchmarks that are categorized across 14 categories70 and 4 

groups (i.e. Foundation, Internal, Bridging and External). A Maturity Meter score and GDIB 

group sub-scores are provided to indicate where your organization’s standards and practices fall 

across four stages of progress (i.e. 1. Reactive, 2. Proactive, 3. Progressive, and 4. Best 

practice).71 The Maturity Meter also incorporates other indices that include: 

» The Corporate Equality Index from the Human Rights Campaign. 
» The Disability Equality Index from the American Association of People with Disabilities. 
» The Inclusive Workplace Index from TRIEC (Toronto Regional Immigrant Employment 

Council). 
» The Canadian National Standards for Psychological Health and Safety in the Workplace.

 
69 The GDIB was developed by Julie O'Mara, Alan Richter, Ph.D., and 95 Expert Panelists. This comprehensive tool 

is sponsored by The Centre for Global Inclusion and provides Diversity and Inclusion and Equity & Human Rights 
standards and best practices for organizations across all sectors. 

70 The 14 categories include the following: Vision, Leadership, Structure, Recruitment & Development, Benefits, 
Compensation, Learning, Assessments, Communications, Sustainability, Social Responsibility, Products & 
Services, Market, and Supplier Diversity. 

71 Two additional indicators that are related to the Employment of Internationally Trained Individuals and the 
Canadian Standard for Psychological Health and Safety are used to assess your organization’s current state of 
Diversity and Inclusion but these are not included in the overall score. Participating organizations will be provided 
feedback and next steps around these two important areas, but currently there are no benchmarks by which CCDI 
is able to compare individual organizations’ impact to global standards. 
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Maturity Meter scoring  

The Maturity Meter score is derived from the Employer questionnaire. It is calculated by 

averaging the four scores that are received for the Foundation, Internal, Bridging, and External 

groups of the GDIB. Group sub-scores are also provided for each of the four groups. The 

questionnaire is required to be completed by the most knowledgeable source(s) on Diversity 

and Inclusion practices at your organization. The breadth of the Employer questionnaire 

consists of mostly “Yes / No” type questions, as well as some multiple-choice questions where 

points can be gained for each selection made. Questions capture information about 

standards/practices at your organization that relate to the GDIB benchmarks. Each Employer 

questionnaire response is allocated a point that ranges from -2 to 5. Points are determined by 

the progress of the relevant Diversity and Inclusion standards/practices at your organization; 

standards/practices that reflect GDIB best practices will receive higher scores when compared 

to those that reflect GDIB reactive practices. Figure 30 on page 81 (below) shows the GDIB 

Benchmarks from The City’s self-assessment.  

 

Interpretation of scores 

The Maturity Meter score provides an overall indication of your organization’s progress in terms 

of its standards and practices, according to following GDIB ranking criteria: 

1. Reactive 
2. Proactive 
3. Progressive 
4. Best practice 

The four sub-scores provided for each group (i.e. Foundation, Internal, Bridging and External) 

provides indication of your organization’s progress in terms of its standards and practices for 

each GDIB group. 

According to the GDIB, organizations’ progress in terms of developing sound Diversity and 

Inclusion standards and practices can range between fours stages, beginning at the Reactive 

Stage of developing a Diversity and Inclusion strategy and practices to achieving the Best 

Practice stage. Descriptions and associated scores for the four stages of progress are provided 

below: 

Reactive Stage: 0% to 25% 

Organizations in the Reactive Stages may have isolated programs, disconnected from the 

overarching organizational vision and strategy.  These programs may be related to compliance 

with legislation and managed completely within HR with little involvement from the rest of the 

organization. It is a start but may lack the momentum to maintain the program within the 

organization as a whole.   



 

 
 

Canadian Centre for Diversity and Inclusion www.ccdi.ca  80 

Proactive Stage: 25.01% to 50% 

Organizations in the Proactive stages are recognizing the value of Diversity and Inclusion and 

are starting to implement programs within the existing organizational vision and strategy 

framework. Momentum is building throughout the organization. 

Progressive Stage: 50.01% to 75% 

Progressive organizations are measuring the results of their integrated programs through 

business results. There is clear understanding and accountability of how Diversity and Inclusion 

supports the organizational vision and strategy. Diversity and Inclusion is becoming embedded 

throughout the organization at all levels and within all departments. 

Best Practice Stage: 75.01% to 100% 

These organizations are demonstrating Best Practices, role modelling how to embed Diversity 

and Inclusion into the DNA of their organizations. 

 

The City’s Maturity Meter findings 

Maturity Meter score 

FINDING 3.1: The City received a Maturity Meter score of 34.0%; this 

indicates The City is in the Proactive Stage of Diversity and Inclusion 

development.  

This finding indicates that The City is recognizing the value of Diversity and Inclusion and is 

starting to implement programs within the existing organizational vision and strategy 

framework. Momentum is building throughout the organization. 

 

Foundation group sub-score 

It is important to note that the basis for a successful Diversity and Inclusion Strategy lies in the 

Foundation group of the Global Diversity and Inclusion Benchmarks, consisting of 3 of the 14 

GDIB categories.72 These categories include: 

Category 1: Diversity and Inclusion vision, strategy, and business case.  

» Developing a strong rationale for a Diversity and Inclusion vision and strategy and 

aligning it to organizational goals. 

Category 2: Leadership and accountability. 

» Holding leaders accountable for implementing the organization’s Diversity and 

Inclusion vision, setting goals, achieving results, and being role models. 

Category 3: Diversity and Inclusion infrastructure and implementation. 

 
72 The section on the Foundation Group starts on page 22 of “Global Diversity and Inclusion Benchmarks”, 

http://www.diversitycollegium.org/usertools/GDIB-V-03072016-3-2MB.pdf. 
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» Providing dedicated support and structure with authority and budget to effectively 

implement Diversity and Inclusion.  

Figure 30: GDIB Benchmarks from The City’s self-assessment. 

 

Without these foundational elements, addressing any of the other GDIB categories (internal, 

external, and bridging elements) will likely be ineffective. Importantly, while this section 

references these other categories because they relate to the key findings in this assessment, 

the GDIB foundational elements are imperative for any successful Diversity and Inclusion 

Strategy.  

 

FINDING 3.2: The City received a GDIB Foundation group sub-score of 

approximately 31%; this indicates The City is in the Proactive Stage of 

Diversity and Inclusion development in the areas of organizational 

leadership, vision and structure.  

This finding indicates that The City is recognizing the value of Diversity and Inclusion and is 

starting to implement programs within the existing organizational vision and strategy 

framework. Momentum is building throughout the organization. 

Maturity Meter Foundation group sub-score The City self-assessment of the Foundation 
group 

30.55% (Proactive) 46.65% (Proactive) 

 

The Foundation group sub-score reflects a measurement of whether the infrastructure for 
Diversity and Inclusion is present within your organization. If present, these plans will help 
explain why and how your organization is establishing Diversity and Inclusion initiatives. A 
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comparison of The City’s self-assessment with the Maturity Meter indicates that both 
assessments identify The City as functioning at a Proactive Stage. However, The City’s score is 
approximately 16% higher than the score provided by the Maturity Meter. This suggests that 
The City may be overestimating its progress in terms of Foundation group Diversity and 
Inclusion initiatives and actions. 

Achievements: 

» Diversity and Inclusion is defined broadly to include dimensions beyond gender, age, 
and disability. 

» Departments or divisions have D&I councils/committees in alignment with the 
organization’s strategy, including the Age Friendly Brampton Advisory, Accessibility 
Committee, Heritage Board, and Safety Advisory Committee 

CCDI also recognizes that The City has, over the course of 2017-2019, conducted several 
learning programs for employees and leaders:  

» Inclusive Leadership 
» Inclusive Communications 
» Unconscious Bias for People Leaders and Council 
» Managing Bias in Hiring for Hiring Managers in Transit and Fire  
» Managing Bias in Hiring for the Talent Acquisition Team in Human Resources 
» Unconscious Bias training for Brampton City Council 
» Executive Bootcamp for CLT 
» Introduction to cross-cultural competence for CLT 
» D&I Fundamentals for People Leaders/Staff 
» D&I Fundamentals and Unconscious Bias for XMT (Community Services) 

Gaps identified in The City’s GDIB self-assessment: 

» Some areas of The City are at the Reactive Stage.  
» There is inconsistency in leaders’ and managers’ understanding of and support for 

diversity and inclusion as reported by leaders and employees. 
» Some budget has been allocated to cover D&I implementation. 

 

Internal group sub-score  

The four categories in the Internal group focus primarily on strengthening the organization and 

the effectiveness of leaders and employees. Traditionally, many Diversity and Inclusion 

programs emphasize categories in the Internal group because this group is often part of the 

Human Resources function, which traditionally is where Diversity and Inclusion has been placed 

on the organization chart. However, consideration should be given to positioning Diversity and 

Inclusion as a separate function where it can effectively work with other functions and 

departments.73 The four categories of the Internal group of benchmarks are: 

Category 4: Recruitment, retention, development, and advancement. 

 
73  The section on the Internal Group starts on page 30 of “Global Diversity and Inclusion Benchmarks”, 

http://centreforglobalinclusion.org/wp-content/uploads/2017/09/GDIB-V.090517.pdf 

http://centreforglobalinclusion.org/wp-content/uploads/2017/09/GDIB-V.090517.pdf
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» Ensuring that Diversity and Inclusion is integrated into recruitment, talent 

development, advancement, and retention. 

Category 5: Benefits, work-life integration, and flexibility. 

» Achieving work-life integration and flexibility. 

Category 6: Job design, classification, and compensation. 

» Ensuring that job design and classification are unbiased, and compensation is 

equitable. 

Category 7: Diversity and Inclusion learning and education. 

» Educating leaders and employees so they have a high level of Diversity and 

Inclusion competence. 

 

FINDING 3.3: The City received a GDIB Internal group sub-score of 

approximately 52%; this indicates The City is in the Progressive Stage of 

Diversity and Inclusion development in the areas of recruitment, 

development, compensation and benefits. 

This finding indicates that The City is measuring the results of its integrated programs through 

business results. There is also clear understanding and accountability of how Diversity and 

Inclusion supports The City’s vision and strategy. Diversity is becoming embedded throughout 

The City at all levels and within all departments. 

Maturity Meter Internal group sub-score The City self-assessment of the Internal 
group 

51.67% (Progressive) 55.84% (Progressive) 

 

The Internal group sub-score reflects the degree to which Diversity and Inclusion are embedded 
within the internal processes that support employees, including recruitment, development, 
compensation and benefits. A comparison of The City’s self-assessment with the Maturity Meter 
indicates that both assessments identify The City as functioning at a Progressive Stage. The 
City’s score is approximately 4% higher than the score provided by the Maturity Meter. This 
suggests that The City has a good estimate of its progress in terms of Internal group Diversity 
and Inclusion initiatives and actions. 

Achievements: 

» Offers many health and wellness benefits and programs.  
» Accessibility and accommodation for religious practices, persons with disabilities, and 

other special needs are accepted. 
» Generous parental leave top-up. 
» Job requirements and descriptions are clear and not confused by non-job-related factors 

such as gender, school graduated from, religion, age, and other characteristics. 
» The City advertises job postings through diversity focused channels. 
» The organization encourages cultural celebrations and organization-wide activities that 

combine social interaction with Diversity and Inclusion learning.  
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Gaps identified in The City’s GDIB self-assessment: 

» Not all Leaders and hiring managers have had Unconscious Bias training. 
» CLT does not reflect the diversity of The City employees or The City’s citizens. 
» Persons designing and delivering learning do not have specific expertise in D&I and 

these programs are primarily “off-the-shelf” and not tailored for local needs and issues. 
» Although an informal practice of working from home exists, there is no formal work-from-

home policy, thus the availability of flexibility is inconsistent. 

 

Bridging group sub-score 

The three categories in the Bridging group provide critical linkages that bridge foundational work 

with the internal and external focus of Diversity and Inclusion in the organization. It is difficult for 

any of the benchmarks in the Foundational, Internal and External Groups to be achieved without 

effective work in the Bridging group. The three categories of the Bridging group of benchmarks 

are: 

Category 8: Assessment, measurement, and research. 

» Ensure that assessment, measurement, and research guide Diversity and Inclusion 

decisions. 

Category 9: Diversity and inclusion Communications. 

» Make communication a crucial force in achieving the organization’s Diversity and 

Inclusion goals. 

Category 10: Connecting Diversity and Inclusion and Sustainability. 

» Connect the Diversity and Inclusion and sustainability functions/initiatives to increase 

the effectiveness of both. 

 

FINDING 3.4: The City received a GDIB Bridging group sub-score of 

approximately 18%; this indicates The City is in the Reactive Stage of 

Diversity and Inclusion development in the areas of assessments, 

communications and sustainability. 

This finding indicates that The City may have isolated programs, disconnected from the 

overarching organizational vision and strategy. These programs may be related to compliance 

with legislation and managed completely within HR with little involvement from the rest of the 

organization. It is a start but may lack the momentum to maintain the program within the 

organization as a whole.   

 

Maturity Meter Bridging group sub-score The City’s self-assessment of the Bridging 
group 

17.95% (Reactive) 31.91% (Proactive) 
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The Bridging group reflects how the organization connects Diversity and Inclusion from a 
concept in the Foundation groups into the Internal and External groups of categories. A 
comparison of The City’s self-assessment with the Maturity Meter indicates that The City 
believes it is functioning at a Proactive Stage, but the Maturity Meter indicates that The City is 
functioning at a Reactive Stage in terms of it’s Bridging standards and practices. This suggests 
that The City may be overestimating its progress in terms of Bridging group Diversity and 
Inclusion initiatives and actions. 

Achievements: 

» Some leaders are individually measured on the execution and accomplishment of 
Diversity and Inclusion goals specific to their areas of responsibility. 

» All internal and external communication is fully accessible and available in multiple 
formats and languages if needed.  

» Communication reflects awareness and knowledge of diversity, including recognition of 
cultural influences, to enhance inclusion. 

Gaps identified in The City’s GDIB self-assessment: 

» Some feedback on Diversity and Inclusion is solicited in employee and customer 
surveys, market research, or internal reviews, but there is no follow-up, reward, or 
consequences for poor performance. 

» There is no organizational connection between Diversity and Inclusion and sustainability. 
The City is involved in a lot of sustainability/social responsibility work with the United 
Way and the Parks Department is involved in a lot of environmental initiatives, especially 
in April for Earth Day. The City also has an Environment Advisory Committee. Best 
practice is to tie Corporate Social Responsibility/Sustainability and Environmental efforts 
in with Diversity and Inclusion work to allow for cross-pollination. 

 

External group sub-score 

The four categories in the External group of benchmarks relate to how the organization offers its 

products and services and interacts with its customers and other stakeholders. The External 

group is critically important because it is through an emphasis on these categories that the most 

direct results of the organization's Diversity and Inclusion rationale/business case will be shown. 

These categories include: 

Category 11: Community, government relations, and social responsibility. 

» Advocate for Diversity and Inclusion progress within local communities and society at 

large. 

Category 12: Products and services development. 

» Embed Diversity and Inclusion in product and service development to serve diverse 

customers and clients. 

Category 13: Marketing and customer service. 

» Integrate Diversity and Inclusion into marketing and customer service. 

Category 14: Supplier diversity. 
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» Promote and nurture a diverse supplier base and encourage suppliers to advocate 

for Diversity and Inclusion.  

 

FINDING 3.5: The City received a GDIB External group sub-score of 

approximately 31%; this indicates The City is in the Proactive Stage of 

Diversity and Inclusion development in the areas of social responsibility, 

product and services development, marketing and customer service and 

supplier diversity. 

This finding indicates that The City is recognizing the value of Diversity and Inclusion and is 

starting to implement programs within the existing organizational vision and strategy 

framework. Momentum is building throughout the organization. 

 

Maturity Meter External group sub-score  The City self-assessment of the External 
group 

30.65% (Proactive) 36.43% (Proactive) 

 

The External group reflects the extent to which your organization has moved beyond 
considering Diversity and Inclusion internally, to creating an impact on the communities served. 
A comparison of The City’s self-assessment with the Maturity Meter indicates that both 
assessments identify The City as functioning at a Proactive Stage. The City’s score is 
approximately 6% higher than the score provided by the Maturity Meter. This suggests that The 
City has a good estimate of its progress in terms of external Diversity and Inclusion initiatives 
and actions. 

Achievements: 

» Community heroes from underrepresented groups and/or champions for Diversity and 
Inclusion issues are celebrated by the organization. 

» Accessibility for persons with disabilities is often considered in development/delivery of 
products/services and policies. 

» Marketing and public relations do not perpetuate stereotypes, but rather promote 
positive role models and challenge assumptions. 

Gaps identified in The City’s GDIB self-assessment: 

» No consideration is given to diversity when determining suppliers and no supplier 
diversity program exists. 

» There is limited interest in developing or altering products and services based on 
customer preferences or demographics. 
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Key take-aways  

 

 
Findings from the Organizational Maturity assessment indicate that The City of Brampton is 

functioning mainly at a Proactive Stage in terms of its Diversity and Inclusion standards and 

practices. The City also showed a good gage in terms of assessing its level of progress for 

Internal and External Diversity and Inclusion practices. Detailed information on self-

assessment related accomplishments can be found in The City’s Maturity Meter findings 

section.  

Notably, The City overestimated its progress level for Bridging strategies by approximately 

14% compared to the Maturity Meter assessment. This overestimation is perhaps linked to 

the recent assessments and communication strategies that The City has undertaken. 

Although The City may likely progress to the Proactive Stage for Bridging practices, it 

received a reactive score and this indicates that sustainability practices are required.  

Organizational maturity accomplishments: 

» Diversity and Inclusion is integrated into The City’s business strategy. 
» Qualitative and quantitative goals are being developed that include input from a variety 

of internal and external stakeholders.  
» Communications and feedback mechanisms are being implemented to receive 

employee feedback regarding Diversity and Inclusion.  
» Communications are increasing. Communication vehicles include Diversity and Inclusion 

content in weekly newsletters as well as communications about “significant days”. 
» The organization has an aspirational goal to make all communications vehicles 

accessible by 2025 and is working through this project.  
» Achievements in the GDIB Category 5 – Benefits, Work-Life Integration, and Flexibility, 

including one benchmark at the Best Practice Stage.  
» Achievements at the Progressive Stage for the GDIB Category 6 – Job Design, 

Classification and Compensation. These include: 
• Generous parental leave top-up to 75% of salary for 26 weeks.  
• A rigorous job classification system. 
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4. Recommendations.  

The following recommendations are based on the findings of the Current State Inclusivity 

Assessment of The City of Brampton’s Diversity and Inclusion profile in terms of its 

demographic diversity, inclusion climate, and the stage of maturity of its Diversity and Inclusion 

standards and practices. CCDI’s recommendations are aligned with promising practices in the 

field of diversity, equity and inclusion, as well as the standards set in the Global Diversity and 

Inclusion Benchmarks (GDIB). These recommendations create a strong foundation for 

supporting The City in developing its Diversity and Inclusion Strategy.  

Key recommendations are stated below, with all recommendations74 for The City of Brampton, 

based on findings from the Diversity Meter, Culture Meter, Leadership Growth, and 

Organizational Maturity assessments, detailed in the table on the following page.   

 

Key recommendations 

 

  

 
74 CCDI Learning, Measurement, and Growth Solutions Symbol Legend, and more information on the referenced 

CCDI services can be found in Appendix A - CCDI Learning, Measurement, and Growth Solutions. 

1. Communicate openly to all relevant stakeholders the results of the Current State 
Inclusivity Assessment.  

 
2. Develop and implement a holistic Diversity and Inclusion Strategy informed by a 

change management approach, with a strong focus on leader, manager, and people 
development. Ensure the following: 

a. Include Diversity and Inclusion as guiding principles in The City initiatives and 
planning. 

b. Continue to develop awareness and cultural competence of the CLT and 
managers. 

c. Establish a senior-ranking position responsible for implementing a Diversity 
and Inclusion Strategy and ensure appropriate people and budgetary 
resources. 
 

3. Create an organization-wide level-set in understandings of Diversity and Inclusion 
through communications, learning and development approaches to address:  

a. Inclusion gaps of under-represented groups. 
b. Perceptions and experiences of harassment, discrimination and bias. 
c. Perceptions of nepotism, low levels of fairness, and structural barriers. 
d. Misalignment between CLT and employees’ perceptions of inclusive 

leadership.  
 

4. Improve and enhance accountability mechanisms. 
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Detailed recommendations  
 

Focus Findings 

City of Brampton 

Recommended Action 

steps 

Learning, 

Measurement and 

Growth Solutions 

Ensure Diversity, 

Equity and Inclusion 

is a strategic priority 

at The City. 

3.2 Communicate to all 
relevant stakeholders the 
results of the Current 
State Inclusivity 
Assessment. 
 

o Improve The City’s 
overall 
communications to 
the workforce as they 
relate to Diversity and 
Inclusion 
strategies/initiatives. 

 
Develop and implement a 

holistic Diversity and 

Inclusion Strategy 

informed by a change 

management approach, 

with a strong focus on 

leader, manager, and 

people development. 

Ensure the following: 
 

o Include Diversity and 

Inclusion as guiding 

principles in The City 

initiatives and 

planning. 

o Establish a senior-

ranking position 

responsible for 

implementing a 

Diversity and 

Inclusion Strategy 

and ensure 

appropriate people 

and budgetary 

resources. 

 

Consider implementing 

an executive led D&I 

council/committee to 

 

Diversity and Inclusion 

Councils: Toolkit for 

Diversity and Inclusion 

Practitioners (CCDI 

toolkit).  

 

https://ccdi.ca/media/1072/20170831-ccdi-diversity-council-toolkit-final-v3.pdf
https://ccdi.ca/media/1072/20170831-ccdi-diversity-council-toolkit-final-v3.pdf
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Focus Findings 

City of Brampton 

Recommended Action 

steps 

Learning, 

Measurement and 

Growth Solutions 

drive the Strategy and 

ensure ongoing attention 

and support for Diversity, 

Equity and Inclusion 

initiatives; this will help 

move the City into the 

Progressive Stage of the 

GDIB Foundation group. 

 
The City should also aim 
to progress to the 
Proactive and then 
Progressive Stage for its 
Bridging Diversity and 
Inclusion strategies; and 
set a goal to progress to 
the Best Practice Stage 
for its Internal Diversity 
and Inclusion strategies. 
 

Improve awareness 

and understanding of 

Diversity, Equity and 

Inclusion 

1.8 Include Diversity, Equity 

and Inclusion learning 

programs for The City of 

Brampton workforce with 

a focus on bias, 

stereotypes, and 

discrimination. Ensure to 

maintain and expand 

existing programs. 

Ensure these programs 

are regularly conducted 

by trained Diversity and 

Inclusion personnel as an 

ongoing strategy to 

develop awareness and 

understanding of 

Diversity, Equity, and 

Inclusion. 

Ensure Diversity, Equity, 

and Inclusion learning 

programs are accessible 

and inclusive in content. 

 

Training: 

» Diversity and 

Inclusion 

fundamentals  

» Unconscious Bias  

» Gender in the 

Workplace 

» Race and 

nationality in 

Canada 

» LGBT+ inclusion in 

the workplace 

» Inclusion of persons 

with disabilities 
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Focus Findings 

City of Brampton 

Recommended Action 

steps 

Learning, 

Measurement and 

Growth Solutions 

The City of Brampton 

should continue to 

encourage cultural 

celebrations and 

organization-wide 

activities that combine 

social interaction with 

Diversity and Inclusion 

learning. 

Improve overall 

inclusion experiences 

with a focus on 

groups with the 

lowest reported 

inclusion 

experiences: 

» LGB2sQ+ persons 

» Black persons 

» Racialized 

persons 

» Women 

» Indigenous 

persons 

» Persons with a 

Disability 

 

Focus on 

discrimination 

experiences, and 

perceptions of 

workplace bias and 

exclusion practices 

with emphasis on 

structural barriers 

that may be linked to 

the following: 

» Ageism 

» Gender bias & 

discrimination 

1.1, 1.6, 1.7 The low and very low 

agreement rates for 10 of 

the 12 inclusion 

indicators suggest that 

The City should consider 

focusing on addressing 

issues that relate to 

employee’s perceptions 

and experiences of 

personal respect, value, 

and fairness. 

o To do so, The City 

will require active 

support and 

commitment to 

Diversity and 

Inclusion from its 

senior leaders and 

managers. Notably, 

the two lowest 

agreement rates 

were found for 

inclusion indicators 

that assess 

perceptions of 

leaders’ commitment 

to and behaviours 

that demonstrate 

support for Diversity 

and Inclusion. 

Commitment and 

demonstrated 

 

» Diversity and 

Inclusion council 

training 
 

 

Employee Resource 

Groups: Toolkit for 

Diversity and Inclusion 

Practitioners (CCDI 

Toolkit).  

 

 

https://ccdi.ca/media/1073/20150716-ccdi-report-erg-toolkit.pdf
https://ccdi.ca/media/1073/20150716-ccdi-report-erg-toolkit.pdf
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Focus Findings 

City of Brampton 

Recommended Action 

steps 

Learning, 

Measurement and 

Growth Solutions 

» Racial and ethnic 

bias and 

discrimination  

» Religion bias 

» Homophobia and 

Ableism  

support for Diversity 

and Inclusion by 

leaders and 

managers may likely 

serve to improve the 

perceptions that The 

City is committed to 

Diversity and 

Inclusion. 

 

Consider establishing 

Employee Resource 

Groups (ERGs) for 

underrepresented and/or 

vulnerable groups.  

o Ensure sufficient 

support and 

resources are 

dedicated for the 

development and 

continuation of 

ERGs. 

 

Evaluate The City’s 

current conflict resolution 

system. The evaluation 

should include 

perceptions, barriers and 

outcomes of using the 

conflict resolution system. 
 

o Address experiences 

of discrimination, bias 

and harassment 

through improved 

conflict resolution 

methods. 

 

Utilize the findings in this 

report to focus on 

identifying and improving 

inclusion issues by 

regularly monitoring and 
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Focus Findings 

City of Brampton 

Recommended Action 

steps 

Learning, 

Measurement and 

Growth Solutions 

assessing Diversity, 

Equity, and Inclusion 

policies and practices 

with a focus on systemic 

barriers/disadvantages 

that may exist for 

different demographic 

groups, including 

intersecting demographic 

groups. 

Overall, create an 

organization-wide level-

set in understandings of 

Diversity and Inclusion 

through communications, 

learning and 

development approaches 

to address:  
 

o Inclusion gaps of 

under-represented 

groups. 

o Perceptions and 

experiences of 

harassment, 

discrimination and 

bias. 

 
Evaluate perceptions, 

experiences and 

practices related to 

accommodation 

support, flexible work 

options, and 

workplace wellness to 

identify and address 

barriers to usage 

1.5 Ensure paid leave is 

equitably available for all 

employees for 

healthcare, civic 

responsibilities, 

bereavement, and so 

forth. 

Address accessibility and 

accommodation stigma 

and ensure these support 

services are accepted 

and do not negatively 

 

» Inclusion of persons 

with disabilities 

» Mental wellness in 

the workplace 
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Focus Findings 

City of Brampton 

Recommended Action 

steps 

Learning, 

Measurement and 

Growth Solutions 

impact the perception of 

performance. 

Ensure that 

accommodation policies 

and practices guard 

against favoritism and are 

applied equitably across 

the organization in a 

culturally sensitive way. 

Flexible work 
arrangements should be 
made available for 
applicable positions and 
The City of Brampton 
should foster an 
organizational culture that 
is accepting of those that 
choose flexible options.  
 

Assess and develop 

leadership awareness 

and accountability for 

Diversity and 

Inclusion that 

includes a focus on 

structural barriers 

1.2, 1.4, 1.5, 2.1, 

2.2, 2.4, 2.5, 2.7 

Improve leaders and 

managers commitment 

and behaviours that 

relate to supporting 

Diversity and Inclusion 

initiatives by: 

o Conducting Cultural 
Competence 
Assessments for new 
Senior Leaders, 
Managers and 
Supervisors and 
pursuing 
development based 
on the outcomes.  

 

Assessments can 

include: 

a. The Intercultural 

Development 

Inventory 

b. Leadership 

awareness of 

Diversity, Equity 

 

» Inclusive leadership 
 

Level setting and 

fundamentals: 

» Executive Diversity 

and Inclusion 

Bootcamp for 

Senior Leadership 

Team  

 

Regularly and for new 

leadership: 

» Diversity and 

Inclusion 

fundamentals  

» Unconscious Bias  

» Cultural 

competence 
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Focus Findings 

City of Brampton 

Recommended Action 

steps 

Learning, 

Measurement and 

Growth Solutions 

and Inclusion 

issues at The 

City of Brampton. 
 

o Developing 

awareness by 

including regular (e.g. 

yearly) unconscious 

bias training, 

Diversity, Equity and 

Inclusion 

fundamentals, and 

cultural competence, 

with a focus on 

overcoming a 

Minimization. 
 

a. Initiate a “level-

set” in terms of 

the 

understanding of 

‘isms’, 

specifically in the 

context of 

structural 

barriers. 

b. Address any 

inaccurate 

understandings 

of equity and 

meritocracy 

among the CLT. 

mindset.  

 

o Adding diversity, 

equity and inclusion 

to leaders’ and 

managers’ 

performance plans.  

Ensuring that good 

performance and 

competence on DEI 

is a pre-requisite for 

 

CCDI Toolkit: Locking in 
your leadership: 
Developing the ironclad 
business case for 
Diversity and Inclusion 
(CCDI toolkit). 
 

https://ccdi.ca/media/1076/20140120-ccdi-report-business-case.pdf
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Focus Findings 

City of Brampton 

Recommended Action 

steps 

Learning, 

Measurement and 

Growth Solutions 

advancement and 

that poor 

performance on DEI 

has consequences.  

 

o Ensuring adequate 

accountability 

mechanisms exist. 

 

Overall, address through 

communications, learning 

and development: 
 

a. Perceptions of 

nepotism, low levels 

of fairness, and 

structural barriers. 

b. Misalignment 

between CLT and 

employees’ 

perceptions of 

inclusive leadership.  

 

Monitor the 

demographic 

representations for 

the typically 

underrepresented 

groups 

3.4 Continue to periodically 

conduct demographic 

surveys that capture data 

on workplace and 

personal demographic 

representation. Assess 

the findings to determine 

if gaps in representation 

for typically 

underrepresented groups 

exist.  

i. If gaps exist - review 

and assess 

recruitment and 

advancement 

practices that may be 

contributing to 

representation gaps 

and rectify by: 
 

 

 

» Managing Bias in 

Hiring  

 

 

CCDI Dynamic Mode – 

demographic capture 

system  
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Focus Findings 

City of Brampton 

Recommended Action 

steps 

Learning, 

Measurement and 

Growth Solutions 

a. Utilizing various 

recruitment 

platforms such as 

diversity-focused 

career websites, 

social media, and 

network with 

external 

diversity/commun

ity groups. 
 

b. Ensuring 

recruitment and 

selection panels 

understand how 

bias works in 

recruiting. Include 

members who 

have experience 

working with 

diverse groups, 

particularly for 

groups that are 

underrepresented

. 

c. Applying 

recruitment 

algorithms (i.e. a 

qualification 

ranking criteria) 

when assessing 

candidates. 

 

d. Regularly 

auditing 

recruitment 

processes to 

identify potential 

bias in the 

process and 

identify 

disproportionality 

between 
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Focus Findings 

City of Brampton 

Recommended Action 

steps 

Learning, 

Measurement and 

Growth Solutions 

candidate pool 

and successful 

candidates.  
 

Monitor the 

representation of 

underrepresented 

groups in senior 

leadership roles 

 

3.4 Review and assess 

recruitment and 

advancement practices 

that may be contributing 

to representation gaps 

with a focus on the 

following: 

a. When assessing 

recruitment practices, 

monitor and 

determine if bias 

exists in various 

recruitment channels 

that may be serving 

as barriers for 

different demographic 

populations (e.g. are 

individuals mainly 

recruited via 

leadership networks 

or traditional 

application/recruitme

nt channels?). 
 

b. Educate Leaders and 

decision-makers in 

understanding 

unconscious bias and 

the impact that their 

biases may have on 

selection, 

development and 

advancement 

decisions. 

Unconscious bias 

training should be 

conducted regularly 

(i.e. on a yearly 

basis). 

 

» Managing Bias in 
Hiring  

» Women’s 

advancement  
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Focus Findings 

City of Brampton 

Recommended Action 

steps 

Learning, 

Measurement and 

Growth Solutions 

 

c. Consider establishing 

formal mentorship 

and sponsorship 

programs to support 

members of 

underrepresented 

groups. Ensure 

strategic and on-

going communication 

and assessment of 

these programs. 

 
d. Regularly audit talent 

management 

processes to identify 

biases in succession 

planning and 

disproportionality 

between pool of 

candidates and 

successful 

candidates.  
 

                                                  Table 7: CCDI’s recommendations based on CSIA results and GDIB categories. 
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Appendix A - CCDI Learning, Measurement, and Growth 

Solutions 

CCDI Learning, Measurement, and Growth Solutions Symbol Legend 

Symbol CCDI Solutions Detail 

 
Learning Solutions 

Services include eLearning, Instructor-led 
training, Blended programs, and Train-the-
trainer programs. 

 
Measurement and Analytics 
Solutions 

Services include Diversity Census and 
Inclusion Surveys, Dynamic Mode, and 
Pulse Surveys  

 

CCDI’s Workforce Consulting 
Services 

Services include online and anonymous 
focus groups, Diversity and Inclusion 
related document reviews, and Human 
Resources policies, practices, and 
procedures review.  

 
CCDI Toolkits Free online resources  

 

CCDI Learning Solutions 

Learning Solutions process 

 

Learning Solutions services 

eLearning 
Carefully designed 30-minute modules that maximize the 

reach, impact and sustainability of your learning initiatives. 

Instructor-led training 
Interactive facilitated learning that builds skills and awareness 

through personalized discussion and group activities. 

Blended programs 
Custom-designed solutions that combine the agility of 

eLearning with the benefits of in-person conversation. 

Needs 
assessment

Learning  
solution design

Learning 
delivery or 

implementation
Evaluation
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Train-the-trainer 

programs 

Capacity-building programs that enable your organization to 

take ownership of internal deployment. 

 

 

Learning Solutions Library | eLearning 

Diversity and Inclusion fundamentals  

By the end of the program, learners will be able to: 

» Differentiate between representation and diversity, 

and between equity, equality and inclusion. 

» Describe the business case for developing a work 

culture that values diversity and is inclusive of all.  

» Understand how their own dimensions of diversity 

impact their worldview and workplace behaviours.  

» Plan/visualize inclusive behaviours they can 

immediately implement in the workplace. 

 

Unconscious bias 

By the end of the program, learners will be able to: 

» Define conscious and unconscious bias. 

» Describe how biases are acquired. 

» Recognize workplace behaviours and decisions that 

may be influenced by bias. 

» Apply strategies to manage the effects of 

unconscious bias in the workplace. 

 

Managing bias in hiring 

By the end of the program, learners will be able to: 

» Identify when bias might be affecting their hiring 

decisions.  

» Recognize the possible consequences of bias.  

» Develop alternative approaches to help minimize 

the effects of bias on hiring. 
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Learning Solutions Library | Instructor-led training 

 

Topics 

Diversity and Inclusion fundamentals (2 hours) 

This program provides participants with a robust, shared understanding of what we talk about 

when we refer to Diversity and Inclusion, and why Diversity and Inclusion are keys to the 

success of organizations as well as individuals. 

Unconscious bias (3 hours) 

This program tackles one of the most pervasive barriers to inclusion in the workplace: conscious 

and unconscious bias. By leveraging the experience of participants through discussion and 

group activity, we explore the sources and mechanics of bias, its impact and cyclicality. We then 

provide participants with strategies they can use to increase awareness and mitigate the impact 

of bias in the workplace. 

Managing bias in hiring (4 hours) 

In today’s competitive market, talent is a top priority for any organization. This program is 

designed to help talent leaders (recruiters, human resources professionals and people 

managers) to ensure that inclusive processes and practices support the recruitment of a 

diverse, forward-thinking and innovative workforce. 

Inclusive leadership (2 hours) 

What does it mean to be an inclusive leader? What should a leader be doing to ensure they are 

getting the most out of the people around them? Based on current research and established 

frameworks in inclusive leadership, this session explores the competencies of inclusive leaders 

and provides participants with strategies to build inclusion within their team and organizations. 

Inclusive communications (2 hours) 

This program provides a broad definition of inclusive communication that spans from culturally 

competent body language to accessibility and inclusive terminology. Participants will be 

provided with strategies and tools they can use to support inclusive communication externally 

(i.e. community engagement) as well as internally, within their teams and organization. 

 

 

You don’t see what you need? We can customize the content of these courses or work with 

you to custom-design an eLearning module for your organization. Contact us to learn more 

about custom development options. 
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Cultural competence (4 hours) 

Today’s diverse society and workplace, cultural competence is key to the success of individuals 

and organizations. This program provides participants with a robust understanding of the 

imperative for developing culture competence as well as a good foundational knowledge of what 

cultural competence is, and which practical steps can be taken to develop it. 

Gender in the workplace (3 hours) 

This program explores the business, legal and individual perspective on gender in the 

workplace. Its aim is twofold: making participants aware of micro-inequities influenced by 

gender bias or stereotypes and providing them with some tools and strategies to combat gender 

bias in the workplace. 

Women’s advancement 

What does it take to close the gender gap in the workplace? This session explores strategies 

that can empower women to be strategic and mindful as they navigate gender bias in the 

workplace. 

LGB2sQ+ inclusion in the workplace (3 hours) 

Promoting an LGB2sQ+ inclusive workplace is not only a legal requirement for organizations, is 

also a business imperative and key to tap into increasingly diverse talent and consumer 

markets. Based on current research, this session provides strategies to mitigate barriers and 

build inclusive workplaces for the LGB2sQ+ community. 

Respect in the workplace (3.5 hours) 

The aim of this program is to offer guidelines to establish respectful workplaces. By reviewing 

applicable workplace legislation and policies, adopting a case-study approach, and discussing 

behavioural models, we build a shared knowledge on how to identify what respect looks like in 

the workplace, and how to address manifestations of disrespect.  

D&I council training (2 hours) 

Diversity and Inclusion councils have different formats, operations and levels of accountabilities 

depending on the organization. This program is designed to help any diversity and inclusion 

council to develop a clear vision and strategic plan forward. 

Mental wellness in the workplace (90 minutes) 

Mental wellness has become one of the leading attributable factors when it comes to 

absenteeism, presenteeism, and short- and long-term disability. This webinar will explore what a 

“mentally healthy” workplace looks like and promising practices in the area. 
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Inclusion of persons with disabilities (90 minutes) 

According to findings from the 2017 Canadian Survey on Disability, an estimated one in five 

Canadians (or 6.2 million) aged 15 years and over had one or more disabilities that limited them 

in their daily activities. This presentation addresses the challenges and best practices around 

the creation of inclusive workplaces for people living with disabilities. 

Inclusion of persons with episodic disabilities (90 minutes) 

Confused about how to deal with unusual performance by an employee or an employee who 

tells you they need accommodation for a disability that is unpredictable? Join us for this 

scenario-based presentation with some tips. 

Indigenous inclusion (90 minutes) 

We will help debunk some myths and give you access to data and information to help you build 

solid relationships with your local Indigenous community. This session will also provide you with 

the opportunity for peer learning, to share best practices or emerging ideas. You will also learn 

practical approaches to evaluate and augment your current strategy or to begin the 

development of your strategy. 

Race and nationality in Canada (2 hours) 

The conversation about race and ethnicity is complicated and often quite heated. This session 

will help participants understand their role in creating inclusive workplaces for people of all races 

and ethnicities. 

Audience 

From employees to managers to senior leaders and executives, we can customize our learning 

program to adapt to the audience. For in-person sessions, CCDI prefers a max of 30 attendees 

per session in order to support an interactive and collaborative learning environment. 

Customization 

The structure, length and outcome of the sessions can be customized depending on your 

needs. 
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Appendix B - Languages 

The languages section of the Diversity and Inclusion Survey has two parts. Part one (responses 

shown in Figure 7: Representation of Diversity Meter respondents by language) included the 

answer options: English only, French only, English and French only, English and one or more 

other language(s), French and one or more other language(s), English and French and one or 

more other language(s), and Prefer not to answer. Respondents selecting any option with "other 

language" were then directed to specify that language in the second part of the language 

section. 
  
The “other languages” selected and their percentages are shown in the table below. Please 

note that “N” indicates 1 - 4 respondents, masked for privacy.  

 

Language Percentage  

Hindi 8.1% 

Punjabi 6.6% 

Urdu 4.3% 

Italian 3.3% 

Portuguese 2.8% 

Spanish 2.3% 

Not specified above 2.1% 

Chinese (Mandarin) 1.4% 

Tamil 1.4% 

Chinese (Cantonese) 1.3% 

Gujarati 1.2% 

Polish 1.1% 

Arabic 1.0% 

Tagalog 1.0% 

Croatian 0.8% 

Farsi (Persian) 0.8% 

Bengali 0.8% 

Jamaican Patois 0.8% 

Malayalam 0.8% 

Serbian 0.7% 

German 0.6% 

Chinese (Other) 0.4% 

Russian 0.4% 

Vietnamese 0.3% 

Greek N 

Swahili N 

Kannada N 

Ukrainian N 

Yoruba N 

Hebrew N 

Dutch N 

Albanian N 

Korean N 

Romanian N 
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Slovak N 

Pashto N 

Languages related to sensory disability (e.g. American 
Sign Language or Langue des signes Québécoise, etc.) 

N 

Bulgarian N 

Creole N 

Macedonian N 

Slovene N 

Turkish N 

Twi N 

Somali N 

Assyrian languages (Akkadian, Sumerian, Aramaic) N 

Danish N 

Swedish N 

Shanghainese N 

Indigenous Languages (e.g. Algonquian, Athabaskan, 
Iroquoian) 

N 

                                                                                       Table 8: “Other Languages” spoken by respondents. 
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Canadian Centre for Diversity and Inclusion 

(CCDI) 

 
CCDI has a mission to help the organizations we work 

with be inclusive, free of prejudice and discrimination 

– and to generate the awareness, dialogue and action 

for people to recognize diversity as an asset and not 

an obstacle. Through the research, reports and 

toolkits we develop and our workshops, events and 

workplace consultations, we’re helping Canadian 

employers understand their diversity, plan for it and 

create inclusion. 

CCDI’s leadership has a proven model that’s 

cultivated trust as an impartial third party. Our 

expertise is focused on the topics of inclusion that are 

relevant in Canada now and the regional differences 

that shape diversity. 

A charitable organization that thinks like a business, 

we have created a niche with our innovative research 

technology and data analysis that brings a deeper 

understanding of Canadian diversity demographics 

and mindsets at any given moment. 

CCDI is grateful for the support of our over 200 

Employer Partners across Canada. 

Contact us 
 
Have questions about the benefits of becoming a 
CCDI Employer Partner, or any of our services? 
Please contact: 
 
Nyla Camille Guerrera 
Senior Director, Partner Relations 
1-416-968-6520 x 112 
nyla.camille@ccdi.ca  

 

 

 

 

CCDI is grateful for the ongoing support of our Founding Partners.  

www.ccdi.ca 
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FAQs 

Audience: City Employees to be posted on OurBrampton; used for media response where 

appropriate 

 

There’s an existing internal FAQ on the D+I Service Card, which can be used/updated to reflect current state. 

 

 

INTERNAL 

 

How does the Diversity and Inclusion Strategy and Work Plan support our culture? 

Diversity and inclusion are important to the City culture that we’ve been building. Our values, skills, mindset 

and activities are made stronger when we celebrate diversity and foster inclusivity in our workplace.  

 

Are there any Workplace Diversity and Inclusion initiatives already underway? 

Yes! We’ve been working on a number of things to foster a more diverse and inclusive workplace. Some 
examples include: 

• Courses added to our “Learning Loops”, including a series focused on diversity and inclusion. 
• Many hiring managers participated in “Mitigating Bias Through the Hiring Process” training and 

this program continues to grow.   
• Developed a Gender Identity and Expression Protocol, providing everyone with clear 

expectations regarding attitudes, actions and behaviours that are inclusive and respectful of all 
gender identities and expressions. 

• We continue to partner with Career Edge to support internships for internationally qualified 
professionals, Canadian Armed Forces Reservists, recent graduates, and recent graduates with 
disabilities. 

• All City of Brampton job opportunities are shared on Equitek Employment Equity Solutions ~ a 
non-profit service that shares our job postings with hundreds of organizations across Canada 
that support non-traditional marketing avenues 

• We were the first municipality to introduce the 18-month conditional offer for the firefighter 
role. This removed an economic barrier for candidates, allowing them time to obtain required 
certifications with the knowledge they had a job waiting for them. 

 

Aren’t diversity and inclusion the same thing? 

Diversity is a fact. Inclusion is a choice. 

Diversity is about the individual – it’s about the variety of unique dimensions, qualities and characteristics 

that we all possess. Inclusion is about the collective – it’s about creating a culture that strives for equity and 

embraces respects, values and accepts difference. 

 

What are the top opportunities for the City? 

Leadership awareness of structural barriers is key. We want to enhance how leaders understand inclusion, 

creating an environment where employees feel valued. We’ll incorporate more training for everyone around 

unconscious bias to elevate our common knowledge, compassion and trust.  Check out the multi-year work 

plan for more information. 

 

 

https://bramptonca.sharepoint.com/Service-Catalogue/wellness/health-and-wellbeing/9e455dc6-cc35-4f88-8354-08be064692b1/88b9c1e9-a017-419e-aeb1-34226ec55391/40f0ae02-5ebc-4de1-8d99-111832335781/13


What are the most immediate changes happening as a result of this report? 

Looking ahead to 2020, the Strategic Leadership Team will all have mandatory performance goals and 

accountabilities. We’ll create a new Workplace Diversity and Inclusion staff committee to ensure we 

appropriately identify and implement key initiatives that support a diverse and inclusive workplace. We’ll 

create safe spaces to connect with colleagues and leaders. We’ll establish Employee Resource Groups to 

connect employees that identify by similar diversity dimensions.  

 

What can I do to help promote a more inclusive workplace? 

If you’re living our values of courage, compassion, trust and integrity then you’re off to a good start. Over the 

coming weeks and months, we’ll be sharing ways for you to get involved and learn about how you can 

create inclusion in your own workplace. You could start by asking a powerful question: who is not included 

and how can we have them join? We’ll be launching and Diversity + Inclusion community on OurBrampton 

soon too. 

 

Do any of our policies need to change? 

We’ve already updated three key corporate policies and corresponding standard operating procedures to 

build consistency, transparency and equity. Find them in the Corporate Policy Library:  

 Occupational Health + Safety 

 Respectful Workplace 

 Workplace Violence Prevention 

An update to the Recruiting and Retaining Top Talent policy will be before Committee on December 4.  Stay 

tuned for more information. 

 

What are the assessments that the Strategic Leadership Team completed? 

In July 2018, the Strategic Leadership Team completed an “Intercultural Diversity Inventory (IDI)” 

assessment. The IDI provides in-depth insights on how individuals and groups make sense of cultural 

differences and also how they respond to cultural differences. The IDI measures mindset and skillset to 

create. Each individual who completes the assessment receives a customized Intercultural Development Plan 

to guide the person through a series of activities and self-reflections that developmentally build intercultural 

competence.  

 

How are we supporting our People Leaders to create a more inclusive workplace culture? 

We’re committed to building future learning and assessments into our leadership development activities. 

This would include coaching and education around diversity and inclusion in our organization. 

 

How will diversity and inclusion be measured? 

We’re going to come back to employees with another survey in 2021 to measure our progress.  In addition, 

we will provide an annual update to Council and employees on the progress of our work plan.  

 

How does diversity and inclusion help the residents of Brampton? 

Embedding diversity and inclusion into our every day business, interactions and processes helps us better 

understand the citizens we serve. Diversity and inclusion makes our organization better because when our 

employees feel included in our workplace they are able to perform at their best. 

 

Who can I speak to if I’ve experienced harassment or discrimination in the workplace? 

Speak to any leader or any member of Human Resources share info with someone you trust, and lean on 

allies to support you if you don’t want to speak to a leader alone.  

 



How many employees participated in the survey and focus groups? 

We had 28.7% of employees take the survey. That’s 1587 people out of 5,525. The survey had two sections: 

demographic questions, and inclusion questions. We know it’s hard to base demographic data on a small 

snapshot. However, responses about feelings of inclusion are all valuable. They show us how people 

experience the workplace, good and bad. Whether it’s 5 voices or 5,000 – all voices matter. We’re going to 

come back to employees with another survey in 2021 to measure our progress and grow our participation 

numbers. 

 

Where can I see the results of the survey and focus groups?  

Aggregate results and recommendations can be found in CCDI’s Current State Inclusivity Assessment which 

is posted on our Service Card.    

 

Are survey results posted by department, division or union/non-union? 

For the purpose of developing the Workplace Diversity and Inclusion Strategy and Work Plan, the Canadian 

Center for Diversity and Inclusion only completed analysis and made recommendations on corporate wide 

results.  You can find the corporate wide results and recommendations in CCDI’s Current State Inclusivity 

Assessment found on our Service Card.    

 

Is the information I shared being made public? 

Individual information and survey responses remain private and confidential – only CCDI knows who 

responded, or what they said. Only specific CCDI employees have access to the full focus group 

transcriptions. Survey responses were anonymously combined with other employees' responses, and only 

that data has been shared with the City of Brampton and included in any reports to senior leaders, Council 

or the public in order to give evidence to support our strategy and work plan.   

 



Building the University of the Future in 
Brampton

Dr David Wheeler
Academy for Sustainable Innovation



Trajectory for Workshop on BramptonU

Introduction
• Why BramptonU?
• A little about me/ASI
A University as it Might Be
• Timeline
• Academic Outreach and Invitation
Workshop Feedback Requested
• Design Principles: BramptonU
• Design Principles: Academic Partners
• Design Principles: Academic Programming





Future Ready……
City of Brampton (2018). Living the Mosaic: Brampton 2040 Vision

“The number and right kind of jobs - suiting residents’ education, talents, 
skills and preferences – are simply not available within Brampton’s 
borders……In order to bring 140,000 net new jobs to Brampton over the next 
20 years – and in light of global competition, technological disruptions and 
demands for talent – Brampton must continue to deliver services and 
programs that support talent development, new Canadians, and increased 
innovation and competitiveness.”

“All six [benchmark] cities have large post-secondary institutions (university 
and college) within their municipal boundaries signalling by their scale, a 
longer term evolution of those institutions within those cities, and changing 
roles for those institutions with the municipalities and business 
communities.”





Technology, Jobs, and the Future of Work
McKinsey Global Institute (2017)

• “We find that about 60 percent of all occupations 
have at least 30 percent of activities that 
are technically automatable, based on currently 
demonstrated technologies. This means that most 
occupations will change, and more people will have 
to work with technology. ..On a global scale, we 
calculate that the adaptation of currently 
demonstrated automation technologies could affect 
50 percent of the world economy, or 1.2 billion 
employees and $14.6 trillion in wages.”

The Future 
of Work: 
Technology

https://www.mckinsey.com/business-functions/digital-mckinsey/our-insights/four-fundamentals-of-workplace-automation
https://hbr.org/2017/04/the-countries-most-and-least-likely-to-be-affected-by-automation


International Employment Implications of 
Green Growth
(OECD REPORT FOR THE G7 ENVIRONMENT MINISTERS, 2017)

Transition to a low carbon economy will cause 
shifts in the volume, composition, and quality 
of employment across sectors and will affect 
the level and distribution of income. In 
particular, eight economic sectors employing 
around 1.5 billion workers, approximately half 
the global workforce, will undergo major 
changes: agriculture, forestry, fishing, energy, 
resource intensive manufacturing, recycling, 
buildings, and transport.

The Future 
of Work: 
Climate



$12tn of opportunities to be realised
Better Business, Better World, Business and Sustainable Development Commission (2017). 

Economic Bonus: 
380M jobs



• 2017- Co-Founder Academy for Sustainable Innovation 
• 2017-2019 Strategic Advisor to the Dean of the Faculty of Environmental Studies, York University 
• 2016 - 2018 Chairman and Co-Founder International Higher Education Group LLC 
• 2013 – 2016 President and Vice-Chancellor – Cape Breton University (Canada) 
• 2010 - 2013 Pro Vice-Chancellor (Sustainability) and Dean of Business – Plymouth University (UK) 
• 2006 - 2009 Dean of Management – Dalhousie University (Canada) 
• 1999 - 2006 Endowed Chair in Business and Sustainability – Schulich School of Business (Canada) 
• 1991 - 1998 Various Roles Senior Executive Board – The Body Shop International plc 
• 1982 - 1991 Senior Research Fellow – University of Surrey 
• 1978- 1982 Microbiologist – Wessex Water Authority 

A little about me: job roles



A little about me: domestic & international clients



A little about the Academy for Sustainable Innovation

● Partnerships with Universities, Colleges and Polytechnics 
to enrich curriculum around transition

● Executive leadership and mid-career professional 
development

● Youth mentorship and engagement
● Professional institution
● Advisory services



ASI International Advisory Services:

• Outreach and design work for the newly instituted Queens University Institute for 
Sustainable Finance (on behalf of the Ivey Foundation).  Work successfully 
completed.

• Outreach and design work for the recently established pan-Canadian Climate 
Institute (on behalf of the Clean Economy Fund).  Work successfully completed.

• Outreach on how the philanthropic community in Canada can best support 
technology solutions to environmental problems such as climate change, water 
quality and access, conservation, and sustainable communities (on behalf of the 
Canadian Environmental Grantmakers’ Network).  Work commencing.

• Design work for a new public university to prepare Canadians for a low carbon, 
technologically driven future of work (on behalf of Brampton City Council).  Work 
continuing.

• Partnership developing with Polytechnics Canada and other on Transition Skills
• Partnership developing with Global Affairs Canada on Clean Tech Export support

https://smith.queensu.ca/insight/content/sustainable_finance_canadians_take_the_wheel.php
https://www.newswire.ca/news-releases/government-of-canada-announces-winning-bid-to-create-new-independent-climate-institute-892133651.html


Building the University of the Future in 
Brampton….



Timeline
April – Meeting with Mayor Brown
May – White Paper research commences

Governance, Academic Programming, Business Model, Financing, Human Resources, Real Estate
July – Summary of White Paper presented to Council
September – Unanimous decision to proceed with RFPs
October – RFPs x 2 published
November – Stakeholder Research Associates and Academy for Sustainable Innovation appointed
January – Stakeholder engagement process reported

Community Outreach, Government Relations, Public Opinion Polling, Development Community 
Outreach

March – Academic engagement and planning reported
Existing Partners, Ontario Partners, Canadian Partners, International Partners

April – Blueprint reported
May – Implementation commences



Academic Outreach

• Wave 1 – Existing Partners (prior to public launch)
• Wave 2 – Other Ontario Institutions
• Wave 3 – Other Canadian and International Institutions (global top 

200 in the UK, Australia, New Zealand and the US).



Academic Outreach: 
Immediate Invitations

Existing Partners and Other Ontario Institutions:
• Deliver current undergraduate programming into Brampton using existing resources with 

the enthusiastic encouragement of the City
• Deliver Masters programming into Brampton, hosted by the emerging BramptonU

(Metrolinx or other location).  Full cost model with discount to Brampton/Ontario 
residents.

Other Canadian and International Institutions
• Deliver Masters programming into Brampton, hosted by the emerging BramptonU

(Metrolinx or other location).  Full cost model with discount to Brampton residents.
• Deliver on-line learning into Brampton (supported by BramptonU professors and tutors) 

at undergraduate or graduate levels.  Full cost model with discount to Brampton/Ontario 
residents.



Academic Outreach: 
Invitations post Provincial Decisions

Existing Partners and Other Ontario Institutions:
• Deliver new undergraduate programming into Brampton using BramptonU resources.  

Provincially supported model with discount to Brampton/Ontario residents.
• Deliver Masters programming into Brampton, hosted by the emerging BramptonU.  

Provincially supported model with discount to Brampton/Ontario residents.

Other Canadian and International Institutions
• Deliver Masters programming into Brampton, hosted by BramptonU (Metrolinx or other 

location). Full cost model with discount to Brampton/Ontario residents.
• Deliver on-line learning into Brampton (supported by BramptonU professors and tutors) 

at undergraduate or graduate levels. Full cost model with discount to Brampton/Ontario 
residents.



Design Principles – BramptonU

• The most employable and future-focused graduates in Canada 
• Totally flexible 24/7/365 availability of education (classroom, on-line and 

blended), so students of any age can learn while maintaining job or care 
commitments 

• The most affordable tuition in Ontario 
• Active integration with existing postsecondary education programs 
• Active support for local issues related to economic development, 

immigration and investment 
• Active support for deep community and cultural connections: libraries, 

theatres, entertainment venues and sport facilities
• Active support for entrepreneurial connectivity 
• Climate compliant and technology-rich buildings, operations and transit 



Design Principles – Academic Partners

• An existing partner of the City Council
• An Ontario institution
• Deliver programming in line with the principles for academic programming
• Deliver programming in a cost-effective manner
• Able to commit to a minimum ten year partnership with suitable quality 

assurance arrangements
• Add to the brand of Brampton University
• Add to the human resource capacity building of Brampton University (by 

using Brampton University employed staff where academically appropriate)



Design Principles – Academic Programming
• All academic programming must reflect evidence from a continuous analysis of the types of work 

and required skills in the future economy in order maximise relevance and return on investment 
for students, the City of Brampton and the province of Ontario;

• All academic programming must be nimble and capable of rapid launch to meet the needs of local 
employers and potential inward investors;

• All academic programming must be seamlessly integrated with other forms of post-secondary 
education, including the community colleges, universities and external on-line providers;

• All academic programming must address the need for development of higher order capabilities as 
well as specific skills for particular employment routes required by employers (including small 
businesses and start-ups) to maximise the career resilience and life chances of graduates;

• All academic programming must be delivered in multiple technology enhanced formats: face to 
face, on-line and blended in order to maximise accessibility to students in full time work;

• All academic programming must involve some dimension of work integrated and/or community-
based service learning to maximise the general employability, civic values and work-readiness of 
graduates;

• All academic programming must reflect the multi-cultural, entrepreneurial and dynamic nature of 
Brampton as a place to live, work and prosper in order to maximise graduate retention. 



City of Brampton Service 
Delivery Review 

Category 5 – Fire & Emergency Services

Council Report
November 21, 2019



Project Context

The City of Brampton undertook an external service review which concluded in May 2019. The service review identified a number of different 
opportunities to be further investigated during subsequent service reviews, including increasing Fire user fees, expanding the Community Response 
Vehicle pilot and leveraging fire fighters to support fire inspections. The City subsequently initiated further reviews across the organization, including this 
review of Fire & Emergency Services.

Purpose of this Report: 

This report is intended to provide the findings and analysis from stakeholder interviews, current state documentation, data and financial analysis and 
jurisdictional research of both other Fire & Emergency Services and non-fire comparators which may have relevant impacts for Brampton Fire & 
Emergency Services. Additionally, this report includes opportunities for improvement that are relevant to both the 2020 budget as well as future fiscal 
years.

City of Brampton – BFES Council Report – November 21, 2019

Purpose
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Executive Summary



Scope of Brampton Fire & Emergency Services Review

The scope of the Fire & Emergency Services review encompasses the following key activities:

4

► Evaluate fiscal effectiveness of 
emergency response capabilities and 
identify opportunities for 
improvement while maintaining 
service levels

► Examine alternative service delivery 
models including non-fire 
comparators

► Evaluate priority dispatch model

1. Assess Fiscal Effectiveness

► Evaluate the adequacy of wellness 
services with an aim to minimizing 
short and long-term physical and 
mental impacts and costs

4. Wellness Services

► Propose organizational structure 
options that optimize efficiency while 
ensuring service effectiveness

2. Organizational Review

► Evaluate roles and responsibilities of 
the Emergency Management Office 
including:

► Legislated vs non-legislated and 
time commitments

► Operational efficiency 
opportunities

3. Roles & Responsibilities

► Capacity of current resources

► Apparatus life cycle review

► Operational efficiency opportunities

5. Apparatus & Maintenance Efficiency

City of Brampton – BFES Council Report – November 21, 2019
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9%

Overview of Brampton Fire & Emergency Services
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Service Description

• Brampton Fire & Emergency Services (BFES) is 
organized to deliver three key services: Fire & 
Emergency Response, Fire Prevention, and 
Emergency Management and Community Safety.

• Brampton has 13 fire halls, a training and emergency 
management office facility, fire and life safety facility, 
and an apparatus and maintenance facility.

• Demand for BFES’s services has rapidly increased 
over the past five years, largely corresponding to the 
City’s growth, and has recently taken on the 
Community Safety portfolio.

• # FTE: 549 Staff (520 unionized and 29 non-unionized)
• 548 Full-time staff (546 Permanent and 2 

temporary)
• 1 temporary part time

Key Financial Highlights – Based on 2019 Budget (Real $ Millions)

CAGR 2013-2019 ~3.7%

Net cost of Service:
• The cost to taxpayers is budgeted at $77.8m for 

2019 and has grown at a CAGR of 5.6% since 
2013

Revenue:
• Revenues are budgeted at $0.9m for 2019 and 

have grown at a CAGR of 6.3% since 2013. 
Revenues are volatile and driven by volume of 
incidents per year

Expenditure:
• Expenditures are budgeted at $78.8m for 2019 

and have grown at a CAGR of 3.7% since 2013
• Firefighting forces represent 79% of expenditures 

in 2019, at a CAGR of 5.6% since 2013
• Salaries, Wages and Benefits is the largest 

category of expenditure at 94% in 2019, and a 
CAGR of 5.8% since 2013

• Cost per capita spiked in 2017 due to retroactive 
pay as the result of a 2015-2017 arbitrated 
settlement

Total Expenditure*

By Source

CAGR 2013-2019 ~6.3%

Total Revenue*

Total Expenditure by type

94%

2%
2% 1% 1%

Salary, Wages and Benefits

Repairs, Maintenance and
Materials
Office and Administrative

Utilities and Fuel

Contracted Services

*Revenues and expenditures have been adjusted in 
2014 by removing $17.1M related to the ice storm

79%

4%
5%

5%

Firefighting Forces
Fire Dept Admin
Fire Communications
Fire Prevention
Fire App. & Maintenance
Fire Training
Others

Performance metrics
• Cost per capita stayed stable between 2013 and 2018
• Revenue per capita increased at a CAGR of 8.6% since 2013
• The number of incidents per firefighter has increased since 2013 

at a CAGR of 3.4%
• The population served per firefighter has stayed flat since 2013
• The total average response time has decreased since 2013

Performance metrics

2013 2014 2015 2016 2017 2018 CAGR

Cost per capita (in real $) 113.7 113.1 113.0 108.9 123.3 114.0 0.1%

Revenue per capita (in real $) 1.1 0.7 0.8 1.2 1.7 1.7 8.6%

Incidents per firefighter 49 55 56 60 60 58 3.4%

Population served per firefighter 1,516 1,533 1,561 1,554 1,497 1,509 -0.1%

Total average response time (in seconds) 462 460 456 446 448 453 -0.4%
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Key Findings – Fire and Emergency Services

Innovative approach to emergency service delivery and 
wellness services

Brampton Fire and Emergency Services has been effective in 
leveraging innovative technologies and leading practices to advance 
service delivery objectives 

Increase Revenue Generation through increases to user fees 

Brampton collects user fees at a lower rate per capita than comparably 
sized municipalities. There is an opportunity for revenue generation and 
cost recovery by reviewing user fees to ensure rates are competitive 
with other jurisdictions 

Brampton Fire & Emergency Services is an effective organization, consistently demonstrating high levels of operational and fiscal effectiveness, and an 
innovative approach to service delivery and wellness services. 

Fiscally Effective Compared to Other Jurisdictions 

BFES’s operating costs per capita are considerably lower than other 
Ontario jurisdictions evaluated while serving more residents per 
station than its comparators 

Community Safety being a significant and expanding 
portfolio

Changing strategic priorities have increased the portfolio responsibilities 
of Community Safety, with a larger focus towards communications and 
outreach in the community

Key findings include:

6

Effective apparatus and maintenance facilities

BFES’s new apparatus and maintenance facility appears to be highly 
effective in meeting the Department’s operational needs with the 
exception of the lack of a wash bay for heavy equipment

Robust data analysis could produce operational 
improvements

BFES collects robust operational response data which can be 
analyzed and modelled to suggest ways to improve operational 
readiness and optimize force performance

City of Brampton – BFES Council Report – November 21, 2019



1. Assessment of Fiscal Effectiveness – Key Findings

7

A review of the fiscal effectiveness of Brampton Fire and Emergency Services in comparison with neighbouring municipalities resulted in the following 
findings:

Cost Per Capita
Brampton’s cost per capita ($116.52) is lower than all 
jurisdictions reviewed except Markham ($110.30)

Staff to Population Ratio
Brampton has the second lowest ratio of staff to 
population served (1 FTE per 1,231 residents)

Losses due to structural fire
Brampton is a leader among North American 
municipalities with a very low number of losses due to 
structural fires over the last 3 years

Material Expenditures Management
BFES materials expenditures as a % of total budget is in 
line with municipalities like Toronto and Mississauga, 
and lower than Hamilton and Ottawa 

Residents served per station
Brampton’s stations serve, on average, more residents 
than any of the other jurisdiction reviewed

Key Takeaways

• Brampton’s cost per capita is considerably lower than 
other municipalities in Ontario, including Mississauga, 
Hamilton, Toronto, and Ottawa, which points at robust 
fiscal management practices

• An independent analysis conducted by the Fire 
Underwriters Survey graded Brampton’s ‘Public Fire 
Protection Classification’ as a 2 out of 10, placing it in 
the highest tier of North American municipalities as 
no municipality has received a 1 and less than 10 
municipalities have achieved a 2 - indicating that both 
fire prevention and fire suppression services are highly 
effective

• The high number of residents served per station at 
Brampton indicates that resources have been 
distributed in an effective and optimum manner 
across the City

City of Brampton – BFES Council Report – November 21, 2019



1. Fiscal Effectiveness – Preparedness for the Future
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Leveraging the Power of Data

BFES provided emergency response call data over a 5-year period from 2014 through 2018.
This call response data includes details of service calls such as the nature of the emergency,
response time, location and geographic coordinates, number of vehicles responding, time of
day etc. This points to good data management and governance practices at BFES which the
division can leverage to help glean meaningful insights that can be used to improve service
performance and mitigate the impacts of Brampton’s rapid growth.

What Can BFES Do?

Data analytics and machine learning tools could be used to analyze this data in the following
ways:

Causality
Understand the relationship 
between volume and intensity 
of service calls to events, time 
of year or day, location, etc.

Prediction
Apply learnings from causality to 
anticipate service calls and 
prepare vehicles/personnel in 
advance to minimize response 
time and incident severity

Prescription
The “So What?” – Use insights to 
determine factors such as vehicle 
positioning, adequate crew per 
response, required fleet size, etc. 
to maximize force effectiveness

Success Story

• City of Amsterdam Fire 
Department championed the 
use of “linked data” in 
firefighting. They attached 
Internet of Things (IoT) sensors 
to fire engines and pumpers, to 
using predictive analysis to 
build risk profiles of areas 
where incidents have occurred

• A data warehouse was built 
using open source info on 
buildings, streets, roads and 
transport links to understand 
vulnerability and risks and 
pinpoint 12 million possible 
incidents so that resources and 
equipment are in place 
accordingly

• IoT sensors also help in 
predictive maintenance of 
trucks and equipment
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By integrating and examining Community Risk Assessment (CRA) data from 2014 through 2018 it is possible to identify patterns and trends which can be 
used to highlight potential areas to increase operational effectiveness. Brampton’s emergency response data is robust and allows for considerable scope to 
analyze the nature of incidents and responses.
For example, the data highlighted on this slide demonstrates the number of incidents over the past five years by property class. It also visualizes the 
number of responding personnel by incident type. This data would suggest that:
• The value of the Community Response Vehicle (CRV) is clear given that the majority of incidents are medical / resuscitation incidents and that they are 

currently attended by 4 personnel
• There may be opportunities to apply a practice or communication enhancements to improve operational effectiveness for ‘False Fire Calls’ at certain 

types of low risk properties (see further data on the next page)

1. Fiscal Effectiveness – Data Insights

1. Incidents by property class and average number of respondents by incident type
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1. Fiscal Effectiveness – Data Insights (cont’d)
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The data can also be broken down to more 
granular levels to examine incidents and 
responses by property class which could help in 
identifying patterns in current responses and 
identify potential alternatives which may 
increase operational efficiency and effectiveness. 
For example, hotels appear to have a high 
number of false fire calls, but a low number of 
actual fires, presenting a potential opportunity to 
dispatch resources in different ways to optimize 
effectiveness.

BFES’s data can also be visualized to highlight key 
volumetric and performance measures such as:

• Incident volumes over time

• Average and median turnout time

• Travel, Response and Involved time

These data points can be tracked in aggregate or 
year-over-year in order to help evaluate the 
impact of changes in service practices and 
improvements in effectiveness.

2. Year-over-year incident numbers and KPIs

3. Property Class details: Hotel incidents and responses 
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2. Organizational Review – Key Findings
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A review of the organizational structure of Brampton Fire and Emergency Services, including distribution of portfolios, spans of control, and reporting 
structures in comparison with neighbouring municipalities resulted in the following findings:

Organizational Structure
BFES organization structure is similar to comparable 
municipalities except Toronto which has a narrower 
division of responsibilities 

Staffing and Reporting Ratios
Aside from operations, BFES’s staffing levels in other 
divisions are comparable to other municipalities (as a 
proportion of population). In operations, Hamilton’s 
staffing levels are significantly higher than Brampton’s.

Performance Measurement and Service Levels
BFES has clear service levels and performance metrics 
for its core services, in particular fire suppression and 
fire prevention, and consistently meets its service 
levels while maintaining a cost effective service

Accountabilities and Core Services
Core services delivered by the department are largely 
aligned with other jurisdictions, for both legislated and 
non-legislated mandates

Key Takeaways

• The similarities between the organizational structure 
at BFES with other municipalities indicate that the 
division of portfolios align with the general norms of 
the industry in Ontario

• Focus on performance metrics and leveraging the 
same to support data-driven decision making has 
been instrumental in enabling BFES to remain lean 
and fiscally effective

• Alignment of mandated/core services between other 
municipalities indicate that residents of Brampton are 
provided the same service offerings as other cities in 
Ontario

• As the City grows, BFES may need to evaluate its 
current staffing levels to identify the optimum way to 
cater to the growing demand – through a mix of 
increase in resource levels and innovations in service 
delivery
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3. Emergency Management – Key Findings
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A review of Brampton Emergency Management Office (BEMO) and a comparison with other jurisdictions yielded the following findings:

Structure
Structure and composition of the emergency management 
function in most jurisdictions is similar to the City of 
Brampton

Mandate
Portfolios/responsibilities such as emergency planning, 
risk assessment, continuity planning, training and 
community engagement, emergency response 
management, and internal/external emergency liaison 
are common across jurisdictions

Community Safety
The Community Safety portfolio appears to be unique 
to Brampton Fire and Emergency Services as those 
responsibilities reside in other divisions/agencies in 
comparator jurisdictions

Programs
Emergency management programs are similar across 
jurisdictions, with all of them offering programs such 
as public education, mock drills, training exercises, 
critical infrastructure assessments etc. 

Key Takeaways

• Emergency Management is increasingly being brought 
under the purview of fire and emergency services –
E.g. City of Toronto’s Office of Emergency 
Management was integrated with Toronto Fire 
Services as per its transformation plan

• The City of Brampton’s emergency management 
programs meet or exceed stated requirements of the 
provincial regulation

• The scope and mandate of community safety at BEMO 
is broader than that of other fire services who limit it 
to public awareness and education about fire safety. 
Community safety programs beyond fires and 
emergencies are typically handled by other City 
divisions or Regional entities
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4. BFES Wellness Programs – Key Findings
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The City currently has a number of wellness services and programs dedicated to the physical and mental well being of BFES employees including:

Joint Labour 
Management 

Wellness Committee
Evaluate effectiveness 
of current wellness 
programs and propose 
improvements as 
needed

Employee Family Assistance Program
24/7 phone, web, or app support for all 
aspects of physical and mental health

BFES Peer Support Team
Trained BFES members to support their 
peers, identify issues, and refer them to 
external resources for additional assistance

Early Cancer Detection & Screening
Proactive ultrasound scans for early 
detection and diagnosis of cancers

Road to Mental Readiness
Build awareness of mental illness and 
operational stress injuries to reduce stigma 
and increase understanding

Decontamination
Effective management of exposure to 
harmful toxins to reduce risk of cancer

Key Takeaways

• Health and wellness programs undertaken by BFES 
cover the full spectrum of physical and mental well-
being

• While certain programs, such as Road to Mental 
Readiness (R2MR), were found to be offered in other 
comparable jurisdictions, initiatives such as 
ultrasound scanning and management of combustion 
exposure decontamination are not commonly offered, 
indicating that BFES has made meaningful strides in 
proactive detection and prevention of serious health 
issues

• These programs meaningfully contribute to the 
operational effectiveness of Brampton Fire & 
Emergency Services and their impact on maintaining a 
healthy workforce should continue to be evaluated
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5. Apparatus and Maintenance – Key Findings
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Facility Capacity & Layout
BFES’s apparatus and maintenance facility meets the 
requirements of the Department in terms of space, 
layout, capacity to accommodate vehicles, and other 
parameters

Vehicle Washing
Availability of a full functional fire apparatus washing facility 
would enable the Department to conduct regular cleaning of 
trucks to prevent build up of harmful debris and salt products 
during winter which is currently projected to reduce heavy 
equipment asset lifecycles by 15-20%

CHALLENGES

Resource Capacity
BFES is experiencing growth in specialized equipment and 
supplies to cater to the needs of a growing city. Resource 
capacity in BFES stores may need to be enhanced to support 
the activities related to ordering, storing, and replacing 
specialized and standard equipment as workload was 
reported to be at full capacity at current resource levels

Process Training
Processes and a system are in place to support raising apparatus 
and maintenance requests; however, they are not consistently 
followed as some issues are reported through emails or phone 
calls for convenience. Additional training for emergency services 
staff may help raise process compliance rates

OBSERVATIONS

Technology
Service requests, schedules, and progress of 
maintenance activities are tracked using the 
division’s M5 system (a common fleet asset 
management and maintenance platform) which 
minimizes manual effort

Supply & Equipment Processes
BFES’s supply chain management, and overall 
apparatus maintenance and facilities processes, are 
effective and reasonable controls appear to be in 
place
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Overview of Opportunities

The opportunities presented subsequently have been identified through a combination of stakeholder interviews, document and data review, jurisdictional 
scans, and non-fire comparator analysis. Each opportunity is presented and assessed individually without detailed consideration of the capacity of BFES, and 
the City of Brampton more broadly, to undertake them collectively. The opportunities below have also not been prioritized; rather they have been ordered 
on the likelihood of having an impact on the 2020 budget or being an opportunity to be realized beyond 2020.

The opportunities are:

1. Increasing Fire & Emergency Services user fees: increasing user fees for false alarms, repeat inspections, and other categories of fees to increase 
revenue generation in line with comparable municipalities

2. Realign the mandate of community safety: community safety is a current Term of Council priority, and is therefore a significant strategic focus. 
However, it is unusual to have community safety housed within a Fire & Emergency Services department, and it’s mandate and scope has 
continued to rapidly expand beyond the department’s current capacity

3. Evaluating the cost effectiveness of a dedicated wash bay on extending apparatus lifecycles: a fire apparatus wash bay is likely to improve asset 
life by reducing the impacts of salt and de-icing chemical-related corrosion

4. Expand the use of early cancer detection and screening: expand the use of early cancer detection and screening technology to improve rates of 
early cancer and cardio-pulmonary disease detection and reduce future liabilities

5. Utilize machine learning to identify operational efficiencies: machine learning and advanced analytics algorithms could be used to identify 
operational efficiencies in BFES’s community risk assessment data
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Conclusion

Brampton Fire & Emergency Services is a leader in operational and fiscal effectiveness compared to other Ontario Fire & Emergency services departments 
against almost any category assessed as part of this review. From a purely fiscal effectiveness perspective, BFES is consistently among the leaders in cost per 
capita performance, delivering services at comparable or better levels than other Fire & Emergency services departments at a lower cost. However, taking a 
purely fiscal perspective does not paint a full picture of the Department’s performance. BFES has adopted a number of leading practices in areas such as 
wellness services and appears to be a leader in Emergency Management preparations and operations. The Department employs innovative practices such as 
the Community Response Vehicle (CRV) pilot to deliver more effective services to residents who require medical assistance while maintaining operational 
readiness at stations for fire-specific emergencies.

Given BFES’s robust operational and fiscal effectiveness, there appear to be limited opportunities for substantial improvement. Opportunities identified 
through this review include increasing revenues through raising false alarm and repeat inspection fees and reducing salt and de-icing chemical-related 
corrosion on fire apparatus through more consistent washing practices. There are opportunities for the Department to continue innovating, particularly by 
using their robust emergency response data to drive operational and performance efficiencies, including potentially optimizing their responses to different 
types of emergency situations. Emerging technologies such as Machine Learning could be combined with the Department’s existing technology to identify 
some of these areas for potential optimization.

One area for further consideration is the Community Safety portfolio, which sits alongside the Brampton Emergency Management Office. While BFES 
appears to have done an effective job managing the growing Community Safety portfolio for the City, it is unusual for that portfolio to be part of Fire & 
Emergency Services in comparable municipalities. Given the diverse nature of the portfolio, the increasing volume of work, and the need to engage in 
considerable consultation with partners across the City, at the Region, and more broadly, it is likely that this portfolio should be realigned within the City.
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Context and Purpose

Brampton Library – Council Report – November 21, 2019

Project Context

The City of Brampton undertook an external service review which concluded in May 2019. The service review identified a number of different 
opportunities to be further investigated during subsequent service reviews. The City of Brampton has subsequently launched a series of further reviews 
across the organization, including this review with the Brampton Library. This review is being conducted according to the timelines associated with the 
Audit and Accountability Fund, and the final report from this review will be made public.

Purpose of the Assessment

The review acknowledges the vital place Brampton Library has in supporting lifelong literacy, equitable access to programming and technology and as a 
community hub for residents. This assessment is intended to identify opportunities for the Brampton Library to deliver services more effectively, 
efficiently, and / or economically. As part of this review, the City is also looking at opportunities for transformation, including opportunities to introduce 
new technologies, governance models, and other mechanisms to provide sustainable levels of service to the growing community in the City of Brampton.
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Executive Summary



Scope of Review

The scope of the review with the Brampton Library encompasses the following key activities:

► Review and validate organizational 
structure for relevance and operational 
efficiency

► Review governance structure

Organizational Structure Review

► Conduct a benchmarking analysis and 
jurisdictional scan of comparable 
jurisdictions which will consider:

o Cost effective service delivery 
methods to support growth and a 
diverse population

o Types of facility models including 
the ratio of facilities/population

o Types of programming and value 
add services

o Budget allocations
o Resourcing
o Cost per capita
o Leading practices

Benchmarking analysis

► Review current processes and service 
level agreements to identify 
opportunities for streamlining and 
automation and / or to strengthen 
efficiency

Process Improvement Opportunities
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Context for Brampton Libraries 

• KPMG’s initial Service Efficiency Review identified 
possibilities for Brampton Libraries and Brampton’s 
Recreation department to collaborate more on 
programming initiatives.

• Between this opportunity and the broader imperative to 
review the City of Brampton’s operations holistically, 
including a broader review of the Library focused on 
organizational structure, benchmarking and comparative 
analysis, and process improvement opportunities.

5

Service Description

• Brampton Public Library is a network of eight Library 
branches governed by the Brampton Public Library 
Board.

• Provincial operating funding make up 2.02% of 
Brampton’s operating revenues, with contributions 
from the City making up the vast bulk of remaining 
operational funding.

• The Library provides a number of services including 
traditional library collections lending, access to 
online platforms, numerous community programs, 
maker spaces, study spaces, a mobile Library 
bookmobile and access to free Wi-Fi.

• The Library also performs a significant amount of 
community outreach and engagement, particularly 
with ethnic community groups.

Why Review Brampton Libraries?
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Key Financial Highlights – Based on 2019 Budget (Real $ Millions)

Overview of Brampton Libraries

6

FTE

• # FTE: 216 Staff
• 93 Full-time staff
• 123 part-time staff

• No new positions have been added in the budget 
2019

• All shelver and most customer service agent 
positions are part-time positions

CAGR 2013-2019 ~2.3%

Net cost of Service*:
• The cost to taxpayers are budgeted at $17.7m for 2019 

and have grown at a CAGR of 2.7% since 2013 including 
adding three new branches and the ‘On the Go Van’

Revenue:
• Revenues are budgeted at $0.9m for 2019 and have 

decreased at a CAGR of -3.8% since 2013, driven by fines 
and service charges, which are the largest source of 
revenue (44% of revenue in budget 2019) and decreased 
at a CAGR of -5.9% since 2013

Expenditure:
• Expenditures are budgeted at $18.5m for 2019 and have 

grown at a CAGR of 2.3% since 2013
• Salaries, Wages and Benefits is the largest category of 

expenditure at 77% in 2019, with a CAGR of 4.1%
• Total benefits for all Brampton libraries employees is the 

largest source of expenditure with 17% in budget 2019 
Community engagement & partnerships is the second 
largest source of expenditure at 17% of budget 2019 
($3.1m), including $1.0m for media collection 
development.

Total Expenditure

By Type*

CAGR 2013-2019 ~-3.8%

Total Revenue*

Total Expenditure by source

Performance metrics
• The total number of in-person visits per capita decreased between 2014 and 2018 at a CAGR of -2.9%. This 

decrease is explained by consistent number of visits while population grew at a CAGR of 3.0% on the same period.
• The decrease in 2016/17 is largely explained by the closure of the Chinguacousy branch for 12 months for 

renovations, and the 2016 closure of the NE Interim site in preparation for the Springdale Branch, the opening of 
which was delayed

Performance metrics

2014 2015 2016 2017 2018 CAGR

Total number of in-person visits per capita 3.8 3.6 3.4 2.9 3.3 -2.9%

Operating expenditure per capita (in real $) 28.2 28.4 27.2 26.5 26.0 -3.0%
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Key Findings – Brampton Libraries 

Leverage Existing City Technology
Examining whether there are opportunities to adopt existing City 
technology solutions for back-office functions in order to reduce 
costs and maintain a consistent technology environment with the 
City.

Shared Services Delivery
Expand on existing shared service agreements with the City to 
further optimize the workforce and reduce duplication of efforts. 

The following key findings have been identified through a combination of stakeholder interviews, document review, jurisdictional analysis, and prior project 
team experience. These findings have been reviewed by Library leadership.

Significant Legislative and Financial Considerations 
regarding Potential Governance Changes
Any potential changes to governance structure will require a 
thorough evaluation of the Public Libraries Act to comprehensively 
understand the potential legislative and financial risks.

Consolidate Fine and Late Fee Collection and Processing 
Consider whether Service Brampton could collect fines & late fees 
on behalf of the Library to allow Library staff to focus on their core 
service delivery activities.

Procurement Efficiencies 
Look to leverage the City of Brampton’s procurement function and 
contracts to achieve economies of scale, particularly in IT and media 
/ community engagement

Modernize Facilities Master Plan 
Complete an updated facilities master plan that guides the next 
stage of Library development in alignment with 2017-2021 Strategic 
Plan. This includes expanding opportunities to co-locate or share 
facility space with the City of Brampton and school boards to expand 
the Library’s footprint in a cost effective manner

Key findings include:

7

Fiscally Effective Compared to Evaluated Jurisdictions 
Brampton’s expenditure per capita ($29.84) on Public Libraries is 
considerably lower than other Ontario jurisdictions while serving 
more residents with fewer branches than comparators
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1. Organizational Structure & Governance – Key Findings
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Traditional Model

The jurisdictional review of comparable municipalities found the 
following governance models are used across Ontario Library 
systems.

Hybrid Model

Internal Model

Funding 
Municipality

Independent 
Library Board

Public Library

Funds Oversees and Operates

Funding Municipality

Public Library 

In-house Division following 
Municipal Policies 

Library Board

Board creates library-unique 
policy when required

Roles & Responsibilities
Funding Municipality Library Board

• Can provide services to Library under signed service 
agreements initiated and agreed upon by the Library Board 

• Can enter into Service Level Agreements to use municipal 
services for certain functions (ex. IT, Financial Admin), but 
must maintain control over its library operations 

• Own its separate bank account, hires its own staff 

• Library operates as a City division, with staff being City 
employees and not of the board

• All aspects of HR/employment, IT and Finance managed by the 
City using City policy/practices 

• Library funds are held by the City, but are separate from other 
City finances 

• Library CEO is a formal member of City’s administrative 
structure

• Library board creates separate policy/practices if determined 
to be necessary 

• Board approvals the ability for the Library CEO to be a formal 
member of the City 

• Library CEO reports to City Commissioner and has an 
expanded presence within City operations (Ex. Participates 
in Director’s Forum)

• Responsible for Library IT and some informal Finance/HR 
functions (with final approvals by Library) through assigned 
point of contact 

• CEO /board maintains final authority over operations
• Staff are employees of the Library
• Library manages hiring, HR, benefits, procurement and 

most finance functions
• Library manages standalone facilities, co-located spaces 

managed through SLAs with City 

The Traditional Model is the model laid out in the Public Libraries Act and used by most public library systems in 
Ontario. The library system is operated under the management and oversight of the local library board. The Library 
CEO reports to the Board, while the Board ultimately approves funding and operations.

The Internal model incorporates the library system directly into the City. The Library system (via Council motion) 
follow City policies as a division, with an adjoining board passing independent policy/practices as needed. Currently, 
only Mississauga uses this model which was created when written agreements were not provincially required

The hybrid model used by Markham Public Libraries has the Library CEO reporting directly both the Library Board as 
well as to the Commissioner of a City Division. Sitting in a director level-equivalent position while retaining arm’s 
length as an employee of the board, the CEO and the Library have closer ties and working relationships to the 
municipality’s divisions through SLAs/working agreements, while still retaining its autonomy.

Funding 
Municipality

Independent Library 
Board

Public Library 

Independent Library CEO 
reports to Board with a 

dotted line report to a City 
Commissioner. CEO acts in 
a director-level equivalent
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1. Organizational Structure & Governance – Key Findings (cont’d)
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Traditional Model

Hybrid Model

Internal Model

In evaluating the three operating models, the following should be considered:

Operating Model Considerations

Retaining the existing could present the following opportunities for efficiencies: 
• Collaboration around programing, media and community partnerships, and facilities development and 

expansion are common within these models
• Back office efficiencies, consolidations or partnerships can still occur through established Service Level 

Agreement between the City and Brampton Libraries, under compliance to the Public Libraries Act (PLA), 
though they are typically focused around IT, Facilities Management, and Security, with some scope for 
Finance services

Bringing library operations inhouse could present the following considerations:
• Written agreements between all parties, including potentially requiring legislative accent and/or approval 

by the Ministry of Tourism, Culture and Sport will be required to ensure any new governance model would 
continue to be in compliance with the PLA

• Any potential changes that do not comply with the PLA could face consequences such as the loss of access 
to provincial grants and capital funding. 

• The province has previously moved to force compliance of the PLA when the Windsor Library Board 
had delegated certain Finance/IT responsibilities to the City, which the Ministry found to be a PLA 
violation, giving an ultimatum to either withdraw the agreement or face the loss of its grant.

• Labour relations considerations regarding the employment status of Library employees 

• Under a hybrid model, the CEO and the Library Board continue to retain autonomy over Library decisions, 
operating under distinct library policies and guidelines, but with expanded shared services support

• Defining reporting lines and responsibilities of the Library CEO relative to other City directors / 
commissioners and establishing consistent practices around this collaboration is critical

• Any expansion of shared services agreements must be done with the understanding that the City has 
sufficient capacity to meet Library needs and requirements (eg. 7 day service for WiFi and client 
applications)

Funding 
Municipality

Public Library 
Independent 
Library Board

Funds Oversees and Operates

Funding Municipality

Public Library 

In-house Division following 
Municipal Policies 

Library Board

Board creates library-unique 
policy when required

Funding 
Municipality

Independent Library 
Board

Public Library 

Independent Library CEO reports 
to Board with a dotted line report 
to a City Commissioner. CEO acts 

in a director-level equivalent 
capacity



2. Benchmarking Assessment – Key Findings
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A review of the comparable benchmarks of Brampton Libraries in comparison with neighbouring municipalities resulted in the following findings:

Library Space Per Capita
Brampton has the lowest square footage per capita (.34) and has fewer branches 
compared to similar or smaller jurisdictions. A lack of an updated Facilities 
Master Plan compounds the challenge of meeting the Library’s stated goal of .60 
square feet per capita.  

Programming & Attendance
Despite having fewer branches and less programming due to existing facility 
constraints, active cardholders among the population is only slightly below 
comparable systems. Programming attendance per active cardholders is also 
above or comparable to all jurisdictions evaluated within this review

Highly Experienced Staff
Brampton Library branches offer a high standard of library service and resourcing 
with the second highest ratio of professional librarians per service point among 
comparable systems, highlighting the quality of service and technical expertise  

Technology
Brampton offers more computer workstations within its branches and has 
significantly higher usage rates of electronic databases compared to other 
jurisdictions

Key Takeaways

• Brampton Library has been able to deliver comparable 
services to similar sized municipalities such as Mississauga 
and Hamilton despite operating with per capita funding 
levels that are measurably below comparators. While it has 
been financially efficient, its current model makes it difficult 
to expand traditional and programming service levels and 
volumes to meet growth needs

• Brampton Library does not charge for any programming, 
while some other Library systems evaluated do for offerings 
such as STEM programming or robotics. While this could be 
an opportunity for revenue generation, the City’s Recreation 
department offers comparable programming for fees, raising 
the risk of cannibalizing existing revenues while potentially 
excluding those who cannot afford to pay

• Despite its facility constraints, Brampton Libraries has been 
able to foster active engagement of residents, with high 
attendance volumes per capita that exceed comparable 
jurisdictions  

Fiscal Effectiveness
Brampton’s expenditure per capita ($29.84) is considerably lower than the CULC 
2017 average of $57.27. It also has lower municipal contributions to operating 
expenditures than comparable jurisdictions. Despite this, it has provided service 
levels that are comparable or just below comparator jurisdictions.
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3. Process Improvement Opportunities – Key Findings
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A review of process opportunities of Brampton Libraries in comparison with neighbouring municipalities resulted in the following findings:

Shared Service SLAs 
Brampton Library has effective SLAs in place for IT Hardware support and 
Facilities / Security support with the City. However, other jurisdictions reviewed 
have expanded their IT shared services to incorporate more municipal support for 
software and applications, as well as in some strategic finance and legal functions

Modularizing Facilities Planning
Municipalities identified have placed an emphasis on investing in facilities 
planning (new and existing spaces), reducing traditional shelving space in favor of 
open concept branch designs, programming areas and community meeting 
spaces. These actions are aligned with an ongoing shift in positioning libraries as 
community hubs, and are increasingly seeing them integrated into Community 
and Recreation centres

Fee Payments
Other Library systems have leveraged City Point of Sale (POS) systems to manage 
the collection of fines. There is opportunity to generate savings by migrating from 
Brampton Library’s unique IT POS infrastructure into the City’s larger scaled and 
integrated systems   

Ongoing Shift Towards Client-Centric Operations
Municipalities, including Brampton, have recognized rapidly changing consumer 
needs by embracing innovative technologies and practices. As a result, Librarian 
roles have shifted from being keyholders to information towards community 
partners and programming facilitators   

Key Takeaways

• Consider the possibility to engage Service Brampton 
to manage fee collections on behalf of libraries 
through an integrated POS system to reduce 
processing fees

• Brampton’s programming rivals leading municipalities 
but facility space has limited growth. Moving forward 
with a Facilities Master Plan can incorporate and meet 
future programming needs

• There may be continued opportunities to invest in 
staff training and development related to technology 
services, customer service and LEAN process 
improvement to cater to diversifying client needs
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Overview of Opportunities

The opportunities presented represent a combination of opportunities that could have a potential impact on the 2020 budget process, and those which have a longer 
timeline to realize benefits but could potentially be launched in 2020. Detailed analysis of the opportunities, implementation considerations, risks, and projected 
implementation costs has been considered in developing them. Additional analysis may be required to further refine and validate the viable scope of some 
opportunities. The opportunities identified for Brampton Libraries are:

1. Employing an alternate service model for Brampton Library – alternative organizational models for Library services exist in municipalities such as 
Mississauga and Markham, and there may be an opportunity to employ one of those models to reduce administrative expenditures. However, there are 
significant risks associated with moving towards these models including the risk of losing provincial operating grants for the Library, losing access to 
provincial capital funding for Library expansion, and risks associated with organizational disruption.

2. Expanding shared services agreements – if the risk is deemed too significant to employing an alternative service model, there may still be opportunities to 
expand the use of shared services agreements with the City for services such as Finance, IT and Legal. This would necessitate negotiating detailed service 
level agreements between the Board and the City, and may have organizational and labour relations implications. Note that there may still be risks related 
to provincial operating grants depending on how shared services agreements are developed.

3. Modernizing Library fee payments – the Library is in the process of looking for a new fine and fee payment processing technology. They should look to come 
to an agreement with the City of Brampton and Service Brampton to leverage the City’s existing system.

4. Expand usage of the City’s Existing Contracts and IT Ecosystem – while the Library largely uses the City’s existing contractual/licensing agreements, bulk-buy 
practices, and vendor of record agreements to reduce procurement-related and back office-related expenditures there are small opportunities to expand 
the use of these services. The Library should also look to use the City’s technology to minimize costs and create a common IT application landscape.

5. Develop a new Facilities Master Plan – Brampton Library requires a new Facilities Master Plan to guide the next phase of growth and expansion across the 
municipality. The plan should actively be aligned with the City of Brampton’s recreation and community facilities plans and should look to leverage co-
location opportunities wherever possible.
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Conclusion

Brampton Library operates efficiently and effectively compared to jurisdictions reviewed in Ontario and across 
Canada, delivering a combination of traditional library services, programming and community supports to a broad 
spectrum of the community. The Library and City departments have close relationships across a number of 
functions including working collaboratively together on community engagement and outreach, referring program 
attendees to each others programs, sharing facilities, and working effectively in shared services agreements. 
Demand for Library services has been changing over the past five years; in-person attendance has stayed relatively 
flat on a per capita basis, but program attendance is strong, demand for study spaces is lively, and the usage of 
online materials has been increasing. A key future need for the Library is to develop a new Facilities Master Plan to 
provide a vision for the continued expansion of the Library to meet Brampton’s growing need. This Master Plan will 
need to be developed in close collaboration with the City, not only because the City is the Library’s primary funder, 
but also because there is a growing expectation that new Library facilities be developed as part of a broader 
community space with recreation and other services.

There are opportunities for the Brampton Library to realize minor additional efficiencies through leveraging, when 
possible, corporate IT applications that the City already employs, using the City’s point of sale technology for 
Library fines and fees payments, and to expand the use of City contract rates in media and advertising purchasing. 
There is also some potential to expand the use of shared services in IT and Legal services under the existing 
organizational model, though there are barriers to be overcome in realizing those savings and detailed service level 
agreements that would need to be worked out. Lastly, an alternative organizational model could be explored by 
the City which may have the potential to generate meaningful savings; however, there are significant risks 
associated with making broad structural changes to the existing Library and Library Board model including risks to 
the grant funding currently provided by the Province which could negate a large portion of the potential benefit. 
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Brampton Library operates efficiently and effectively compared to jurisdictions 
reviewed in Ontario and across Canada, delivering a combination of traditional library 
services, programming and community supports to a broad spectrum of the community

“ “

Changing customer needs for 
library services require a change in 
how library facilities and services 
are designed and delivered 

A Facilities Master Plan developed 
in close collaboration with the City 
of Brampton

Efficiencies can be gained by using 
more existing City technologies 
and shared service agreements

Points of Emphasis 
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Mandated by Council, the City of Brampton has launched a series of Service Efficiency Studies to identify 
more efficient, effective, and economical solutions for the optimal delivery of its municipal services, and to 
ensure a balance between community expectations and the City’s financial constraints. 

The scope of our study includes three work streams: 

Efficiency Study Review

2

Project Overview

Performing Arts 
o Organization Structure
o Alternative Service 

Delivery Model 
o Process Improvement 

Economic Development and Culture Department

Economic Development
o Process improvement 

Festivals & Special Events
o Alternative Service 

Delivery Model

o Best practices in programs and offerings 
o Alternative service delivery model options

Benchmarking/Jurisdictional Scan



Context
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Project Context

Three key concepts lay the foundation for the recommendations

• Shifting role of government
Program planning and delivery is turning to “whole city” and "facilitator" 
approaches, requiring robust connections and interrelationships between different 
parts of the city and the community

• Economic Development and Cultural Services within one department
Incorporation of Culture into the Economic Development and the creation and filling 
of the position of Executive Artistic Director emphasized the strong connection and 
key role of performing arts within economic development 

• Progress being made in the Department
Under the new leadership, the department has made some changes and progresses 
to address some challenges that the department has long been facing

Outcomes of the proposed recommendations

• Creation of capacity
• Sustainability 
• Efficient and effective service delivery

Focus of the recommendations

• Identifying suitable Alternative Service Delivery approaches
• Improving processes
• Optimizing revenue generation



Economic Development 
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Study Summary 

Current State Findings
o Priority-setting is not clearly defined, aligned, and measured  

o Partnerships and collaborations are key strategies in driving economic development 

o Business development efforts require a structured and systematic approach to drive 
results 

o Roles and responsibilities require clarity in order for staff to fulfill the mandate

Leading Practices Findings
o Strategic partnership programs that engage academic institutions and industry leaders on 

proposals and enable joint planning to promote economic growth

o Detailed action plans with priorities and performance measures drive balanced score card 
that tracks progress 

o Internal partnerships across the municipality, such as cultural and land planning units, 
demonstrate an holistic and broad approach to economic development and have been key to 
ensuring success

Recommendations
o Establish a Work Plan across the Department in alignment with the Master Plan 

o Enhance internal capacity through increased accountability, role clarity and collaboration

o Establish and utilize tools and processes to promote efficiencies and accountability 

Economic 
Development

The objective of the Economic Development Office is to drive business retention and 
expansion, and attract new investment
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Study Summary 

Assessment involved a rigorous review of initiatives and activities against the goals laid out 
within the Economic Development Master Plan, and focused on three key areas

Significant progress made here 
through sector strategy 
approach, and cluster 
development. Measurement of 
ROI required.  

Sector 
Partnerships

Entrepreneurship 
& Innovation 

Internal
Partnerships

Significant progress made here 
through the Brampton Entrepreneur 
Centre, continued need to focus on 
building industry and community 
partnerships. 

Some progress made here, 
however there is a need to 
promote a culture of cross 
divisional collaboration. 



Performing Arts
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Study Summary 

Current State Findings
o Direct delivery through a City-owned and operated model for theatres best supports 

both community and economic development 

o Clarity is required on the desired balance between corporate and community 
objectives

o Expectations to deliver the number of shows/events exceed available resources

o An evaluation of the revenue model provides opportunity to improve financial 
sustainability

Leading Practices Findings
o Advisory Committees/Board to govern and/or provide advisory on strategic and 

operational issues; some also focus on fundraising

o Partnerships with universities and corporations to promote arts with youth, diverse 
communities, and to seek financial support and in-kind services

o Innovative revenue models in performing arts to diversify audiences and develop new 
markets

o Application of technology (e.g., CRM, online ticketing) to better support marketing goals 
and engage communities and audiences

Recommendations
o Review the Performing Arts revenue model

o Enhance the current service delivery model of City-run theatres by implementing 
alternative service delivery

o Strengthen Performing Arts governance and strategic focus

o Implement automation and streamline processes

Performing Arts

Performing Arts Division manages three theatres and Garden Square, providing shows and 
events to enrich the culture of the City



Analysis – Performing Arts
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Study Summary

40%

48%

12%

Performing Arts Venue Usage by Type

Rental Presenting City Inititative

29%

19%
33%

18%

Rental Use By Type (All Venues)

Commercial Dance Not-For-Profit Community

Performing Arts presents 48% of all shows (these only apply to Rose Theatre and Garden Square). 
Presenting a show might provide a better opportunity to engage the community but it is riskier, in 
terms of revenue, to run these shows  

A review of 5 jurisdictions was conducted to identify the best practices:

Most jurisdictions reviewed have:

• Mississauga • Markham • Vancouver • Surrey • Toronto

Subsidy ranging between 

30%-35%

Performing Arts as part of

Economic Development Division
The theatres run and 

operated by the City

Partnerships to support 

Revenue Generation
Balance Community and 
Commercial Shows

Shows that attract Diverse 
Population

The 48%  of “Presenting: shows only apply 
to Rose Theatre and Garden Square 



Festivals & Special Events
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Study Summary 

Current State Findings
o Significant number and scope of city-led events in 2019 exceed available capacity

o Progress has been made in Special Events’ organization structure to address delivery 
pressures; the results are yet to be evaluated. 

o There is a need for formal event delivery frameworks; a draft framework is in progress

o There is a need for formal processes to inform community engagement; and to transfer 
responsibility of some event delivery to community organizations  

o There is a need for streamlined internal and external communications 

Leading Practices Findings
o Majority of festivals and events are run by not-for-profit community organizations, 

supported with a robust funding and grants program and civic services coordination 

o Dedicated community development team liaises with the community organizations

o Clearly outlined protocols for the process and qualification of the events 

o Across the three streams, it was found that strategic marketing efforts for brand 
building is coordinated across all cultural products

Recommendations
o Consider an Alternative Service Delivery model that shares the event delivery 

responsibilities with community organizations 

o Complete development and full implementation of event framework for delivery of all 
internal and community events.

o Leverage existing City departments and resources more effectively (e.g., Sponsorship 
team, Protocol Office, Facilities, etc.) for internal delivered events

Festival and Special Events Unit organizes signature and smaller scale events to support and 
celebrate the diversity of the City

Festivals and
Special Events



Analysis – Festivals & Special Events 
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Study Summary

35

2018

Corp Event
72

Arts & Cultture
13

2019

City-Led
Events

85

+143%

City of Brampton Total Events
# of event

Significant increase in the number of city-led events, particularly in Corporate Event has 
created strain on resources to meet the delivery expectation

Key Research Insights: 

o Different delivery models can be positioned along the spectrum, ranging from purely internal delivery to outsourced external 
delivery

o While most Cities use a combination models to deliver different categories of events, their city-delivered events are limited to a 
handful core and large scale events, similar to Brampton’s Signature events within Arts & Culture

o Many events in all cities researched are mainly delivered by community not-for-profit organizations

o The role of advisory and community development is more prominent in other Cities’ Event division

o Protocol offices and policies are well established with clearly defined protocols for events delivery 



Considerations for Council 

10

Considerations for Council

The Department is making real strides with new leadership; alignment and strategic 
direction from Council is critical to moving things in the right direction

You can edit 
this text here.

1. Drive revenue growth and 
maintain the level of subsidy 

2. Determine the appropriate 
balance between community and 
revenue generating events

3. Consider establishing a foundation 
for fundraising and sponsorship

1. Confirm that FDI is a new priority

2. Allocate sufficient resourcing to maintain 
BR&E

1. Determine which events the City needs 
to deliver, and which can be delivered 
by the community

2. Implement and enforce the event 
delivery framework

Economic 
Development

Performing
Arts

Festivals & 
Special Events

Economic Development is a 
major driver of business 

expansion and retention in 
Brampton. Building an 
attractive culture and 

engaging community in city 
building, as a way to support 
and attract business and their 

talent, is an integral part of 
the economic development 

strategy.



Thank You!
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