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Who has to do What? – Team 5
Tools & Community Engagement – Team 1

Workshop on The Way Forward
Theme 1 - Organizational Perspective
Theme A - Industry/Professional Practice Perspective
Breakouts
Report Back

Ending not Closing, Concluding, Stopping



Theme 1
From an Organizational perspective, 
what needs to be done to enable 
enduring change in creating Equity, 
Diversity and Inclusion?

Specific 
Programs & 

Ideas

Needed 
Resources & 

Supports

Barriers/ 
Challenges

Tangible & 
Intangible 
Benefits

Theme A
From an Industry/Professional 
Practice perspective, what needs to 
be done to enable enduring change 
in creating Equity, Diversity and 
Inclusion?

EDI goes 
beyond the 

office but also 
translates into 
the work we do

Accessibility

growth

The program and resource 
landscape is rich and storied. Do we 
need more program ideas? What is 

one's commitment to action?

HR - moving beyond EDI 
focused  hiring practices - 

focusing more on retention 
and promotion and beyond 

to organizational 
succession planning with a 

focus on EDI

Annual 
discussions with 
DEI experienced 

persons and 
upper 

management

EDI approach 
and lens on 
sponsorship 

opportunities 
and vendor lists

So many studies, so 
many committees, 
so many resources 

groups. Who's 
acting? Who has the 

power to act?

employee 
satisfaction

Invest in 
EDI 

strategies

EDI 
book 
grant

Bimonthly/Qu
arterly 

meetings to 
follow up on 

equity targets

creativity

encouraging all 
colleagues (esp 

leaders/decision 
makers) to 

partake in these 
discussions

Senior people 
need to buy in 
and empower 

people

deeper 
relationships

Structural & community care. "Self- 
care" is not enough.

Decolonization is an individual 
journey towards collective care, so 

how will you show up?

a better, 
more 

livable city 
for all

These should be 
self explanatory: 

human rights, 
dignity.

Raising 
Awareness

A positive 
work 

environment 
for all

Profit motives and EDI are 
ultimately incompatible. 

Organizations need to move away 
from extractive models towards 

circular or regenerative ones

Comfort and 
transparency 
around the 
topic of EDI

Performance, 
virtual 

signalling

A belief that the 
work is "done"; 
that in a city like 

Toronto, Diversity 
equates to 
Inclusion.

Better, more 
responsive 

community- 
centred design 

solutions.

Belonging 
and Self- 

actualization 
for all.

joy

1
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Transparency: 
Be able to see 

feedback in 
real time

community 
outreach 

department

Having meaningful 
metrics/KPIs on EDI 
that can be used to 

guide/measure 
progress

Senior leaders 
adopting 
language, 

behavior to 
demonstrate the 

change

education and 
true 

understanding of 
the communities 

we work in

Reverse Mentorship: 
Person in less power 

"invited" to teach/ share 
ideas.

Consider is part of  
professional development

education and 
true 

understanding of 
the people we 

work with every 
day

Having a table with the 
right people on it
- decisionmakers

- impacted community 
members

- funders and other 
stakegolders

Department to 
producing and 
prusuing the 
acheivement 
of EDI targets

Foster inclusion 
& Diversity 

through all the 
ranks/ positions.

time 
and 

money

making an 
uncomfortable 

discussion 
normal

Including this work 
as a budget item(s), 
properly resourcing

Having 
attainment of EDI 
targets as part of 

performance 
reviews

making space 
for having DEI 
conversations

Education on 
intersectionality, 
history, systemic 
biases; used to 
inform targets 

and work

Safe space to 
learn things, 
and grow -- 

providing time 
for this

How do we go 
beyond the optics 
of Hiring practices 

to ensure EDI 
within 

organizations?

Funding, 
initiatives, 
leadership

always giving 
those being 
impacted a 

voice

Tracking EDI 
practices from 
hiring through 

Career 
Progression.

People in position 
of power don't 

understand what 
Diversity and 
Inclusion truly 

means

regular 
training on 
unconcious 

bias

Organization learning 
together, and through this 

process coming to a 
consensus what value 

constitute their EDI 
identity, and then to set the 

metrics on achieving EDI

Open 
Communication - 
Culture and Safe 
space for diverse 

employees

Budget ($, time, 
emotion) to make 
this happen. The 
people on the top 
of the org have to 

support.

Mentorship 
and and 

career path 
charting for all 

employees.

Not 
communicating 

how to take 
advantage of 

opportunites for 
career growth

People 
engaging in 

their work as 
they see a 
future in it



Education - mindful 
about curriculum + 
programs that are 

pathways to working 
in this industry

Theme 1
From an Organizational perspective, 
what needs to be done to enable 
enduring change in creating Equity, 
Diversity and Inclusion?

Specific 
Programs & 

Ideas

Needed 
Resources & 

Supports

Barriers/ 
Challenges

Tangible & 
Intangible 
Benefits

Theme A
From an Industry/Professional 
Practice perspective, what needs to 
be done to enable enduring change 
in creating Equity, Diversity and 
Inclusion?

2
4
6
8
2
4
6
8

Mentorship

Resources for 
mentorship 

and 
supports/traini
ng for mentors

Terms of reference - 
adjust to include best 

practice examples (e.g. 
Mirvish Village baseline 

research) so all 
professionals adopt 

that practice / process

Defining 
measurable 
outcomes

Inclusive public 
engagement (inc. 
what tools we are 
using + how they 

enable diverse 
participation + 

outreach)

lack of 
organizational 

expertise or 
resources

Revisiting policy 
comprehensively 

(not only a project- 
specific basis) - 
systemic issues 
need systemic 

solutions

Building 
flexibility

committees that 
could create a 

common 
direction within 

an industry

valuable 
connections, 

mutual learning 
& continued 

improvement

Getting 
attention + 

commitment 
from the top 
(leadership)

diversity in 
leadership 

and 
organizations

used as an 
excuse to 
not do it

Identifying allies that 
have relationships / 

the attention of 
decision makers / 
people with power

start with best 
candidate 

companies (don't 
jump the gun & 

set up for failure)

ensure we have 
representation 

& hear the 
voices of all 

those people

The ongoing 
maintenance of 

professional 
licenses / CPD - 
mandating DEI 

training / education

safe place to talk 
offline about EDI 

issues/ 
microaggressions

charter of 
values or 
principles

here are still instances 
going unnoticed; 

unable to identify when 
INEQUALITY or a strike 
against EQUALITY, has 

happened -

paths of 
access

Agreement 
within 

curriculum 
committees

multi/cross- 
sector 

mentorship

Research on DEI in 
planning for 

Canadian 
municipalities - do 
the research so its 

available to be 
taught

setting 
priorities, 
internal 

accountability

HR 
audit

not making an 
effort to know 

what the 
barriers are - 
blind spots

Links to 
professional 

organizations 
(shared objectives 
towards this goal)

Difficult to find 
content / 
sharing 

resources that 
are available

opportunity to 
learn from 
each other, 

diversify 
perspectives

advertise 
internships 

to new 
groups

Connecting elementary 
+ secondary 

coursework / topics to 
the industry + city- 
building - starting 

engaging early

Leadership may not invest 
in these types of programs; 

if not corporate, and 
private, then could view 

organizational procedures 
and practices differently

how 
formal or 
informal?

True community 
participation (true 
reflection of that 
community in the 

work / development 
that's created)

resources can 
be provided at 

the industry 
org/government 

level

systemic 
policies that 
perpetuate 

racist practices

Create ‘trusted 
corporate culture’ 

when views are 
made public 

about DEI efforts 
within the org.

Planning 
becomes 

more holistic 
+ balanced

going out to 
people and 

connecting to 
communities

language of 
engagement

risk that the topics 
remain within the 

EDI 
committee/ensure 

that topics are 
talked about beyond 
the EDI committee

change starts at 
the top. How 
can orgs hold 
themselves 
accountable

enshrining 
policies within 

industry/company 
charters


