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Why develop a Tool Kit?

T he Ontario Healthy Communities Codlition
developed this Tool Kitin order to better
support and assist community organizationsintheir
work. The Codlition helpscommunitiesacrossthe
provinceidentify their own needsand assets, plan
andimplement effectivecommunity initiativesand
mobilizeloca resourcestoimprove community well
being. Throughthiswork, we' ve been asked to help
local organizationsbecome morereflective of and

responsiveto the popul ationsthat they serve.

Groupswanting toinitiate organizational changein
theareaof diversty andinclusonhaveidentified
severd motivationsfor such change:

. a shiftindemographics,

. arecognition of problemsindelivering
sarvicesandimplementing policies;

. adesireto develop amore appropriate
processto achieve accessbility;

. detailsof another organizations success,
. community pressure;
. funding requirements;

. aneed toimplement changesin mission/
vison/mandate;

anobligationto provide good customer
savice,

thewill toded with discrimination.

Purpose of this Tool Kit

Theaim of thisTool Kit isto help community
organizations increase their capacity to include
diverse groups in a manner that is both appropri-
atefor those groups, and a sofitting for the particu-
lar organization. Thisinvolvesenhancing knowledge
and skillsamong membersof an organization,
planning astrategy, devel oping awork plan, and
implementing tasksthat will movethat organization
from merdy acknowledging diversity andinclusion
to actually embedding theseideasinto their struc-
ture, policiesand practices.

By providing amethod for organizationsto anayze
existing policies, programsand practices, thisTool
Kit can hel p them determinewhether they currently
includeor exclude particular individuasor groups
withintheir communities. It dso offerswaystoraise
awareness about theimportance of diversity and
inclusonwithinorganizationsandto beginadia-
loguewith, and planfor theinclusion of groupsthat
have previoudy been excluded.

! Adapted from: “Inclusivity Organizational Change Overview” . Coalition for an Inclusive Community. United Way of

London & Middlesex. 2001



Preface

By reading thisTool Kit, itisour hopethat commu-
nity organizationswill:

. increasetheir knowledge about what their
particular organization can do to become
moreinclusive, aswell aslearn killsand
have accessto toolsto help themimplement
change;

. become aware of thefactorsthat can help
their organizationto undertakeinclusive
organizational change, and aso be con-
sciousof thefactorsthat can hinder them
inachievingthisgod;

. understand theinitid planning stepsthat
they cantaketo get their organizationto
start the process;

. beableto develop adiversity andinclusion
work planfor their particular organization;

. identify potentia relationshipsthat their
organization needsto develop in order to
assist theminmeeting the goal of becom-
ingmoreinclusive;

. learn about avariety of resourcesthat are
avallableto assst theminther work;

. become championsand |eadersin the areaof
inclusveorganizationa change;

. become better ableto effectively respond
totheneedsof diversegroupsintheir
community, andtodo soinanequitable

andinclusvemanner.

However, thisTool Kitisnot designed to provide
the specific, practica training necessary for working
withindividua clientsof diversebackgrounds(i.e.,
skillssuch ascrass-cultural communication, anti-
racismtraining or conflict resolution). Whileit
includestipsthat can be used to think about and
become more sensitiveto theseissues, it doesnot
addressthemindetail.

Who is this Tool Kit for?

Thisdocument ismeant for use by voluntary
community organizations, frominformal grassroots
groupsintheearly stagesof formation, to incorpo-
rated not-for-profits. It will apply to awiderange of
groupsregardlessof their structure or purpose, but
isparticularly focused on smdler organizationswith
low budgetsand aheavy reliance on volunteers.
Whether an organization promotesthearts,
advocatesfor humanrights, focusesonthe
environment, supportsreligiousfaithsor provides
recreational, educational or other services, this
document can prove useful.

Although this document may make reference to
aboard of directors, board members, and staff, it
is also meant to refer to many different types of
community committees and groups, whether or
not they areincorporated asan organization and no
matter what type of governance structuresthey use.

Regardlessof structure, al community organizations

havelimited resourcesand need to fully develop
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their human and monetary assetsin order toreach
their goas. A compelling mission, well-thought-out
program, sound financia base, effective manage-
ment and good community relationsare essential.
Becoming morereflective of and responsiveto the
diversty withinitscommunity will helpan organiza-

tionachieveitsgoals.

By making useof thisTool Kit, organizationswill
become better ableto devel op outreach strategies,
plan events, deliver programsand conduct overall
operationsinamanner that isappropriateto awide

variety of people.

Use of the terms diversity and
inclusive within this Tool Kit

Diversityisabroad term that refersto thevariety
of differencesamong people. Often used withinthe
context of culture, education, organizationsor
workplaces, for the purpose of thisTool Kititwill
beusedtorefer to differencesamong individuals
and groups. Diversity among peoplecan exist along
anumber of dimensionswhichinclude, but arenot
limited to race, ethnicity, cultura traditions, age,
gender, religion, placeof origin, citizenship, geo-
graphicd location, sexud orientation, mental or
physica ability, educationa background, literacy,
income or economic status, work experience, and
marital, parental or family status (other termsused
withinthisTool Kit, and thosethat are often
referredtoin discussonsof diversity andinclusion,
aredefinedinthe Glossary section).

If an organizationisinclusive, or practices
inclusiveness, it meansthat it understands, accepts
and respects diversity. Itincludesand actively
involvespeoplewho arereflective of thediverse
groupsrepresented withinitscommunity. Such
involvement relatesto the devel opment and practice
of policies, servicesand programming that are both
appropriate and relevant to these different groups,
aswell asan organizational commitment to iminat-
ing barriersfor ongoing participation. Aninclusive
organization not only recognizesdiversity, but also
embodiesit. Thismeansacknowledging theworth
of every individua andtheir valueto their commu-
nity andto society at large.

The structure of this Tool Kit

To help you to navigatethrough thisdocument, the
Tool Kitisdividedinto three sections. Thefirst
section, Understanding Diversity and Inclusion,
presentsan overview of what theissuesof diversity
andinclusion are about, the context in which these
issuesexist within Toronto, Ontario and Canada,
and why theseissuesarere evant to community
organizations. The second section, An Organiza-
tiona Change Strategy, providessuggestionsto help
community organizationsbecomemoreinclusve
and stepsthat they cantaketo create changesthat
aregppropriatetotheir particular organizations. The
third section, Tools, offersten toolsor concretetips
that community organi zations can use asthey actu-
ally go through the process of becoming more
indusve
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Towardsthe end of the document isasection,
Additiona Resources, which providesalist of
organizationsand websiteswith resourcesthat may
be of assistanceto community organizationsthat
want to bemoreinclusive of particular groupsor
communities(e.g., seniors, Aboriginal peoples,
peoplewith disahilities). Following thisisaGlossary
that definestermsreferred to within the Tool Kit, or
thosethat aretypically used when discussing issues
of divergty and difference. Finally, aBibliography
liststheresourcesreferred to in thisdocument.

Providing feedback on this
Tool Kit

Wedecided to undertakethisinitiativein order to
continueto increase our own knowledgeinthe
areasof diversity andinclusiveness, and to better
support the organi zationsthat weassist in doing
their ownwork. We have definitely achieved the
former and hopethat you will benefit fromthelatter.
In order to gain from experience and make any
necessary adjustmentsto thisdocument,
weencourage anyonewho usesthisguideto
provide uswithinformation about their own experi-
ences. If you have any commentsor suggestions,
please send an email to usat thisaddress:
info@hedthycommunitieson.ca

Thanksand enjoy!
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Q}r:munity organizationsplay avitd rolein
iety and arethefoundation of local dem-
ocracy. Every day, acrossthe country, community
groups make Canadaabetter placeto live, work
and play. “ Theseorganizationsdeliver socid serv-
ices, direct housing co-opsand condominiums, offer
cultural, educational and recreationa programs, and
advocate on behaf of businessand neighbourhood
concerns. Somearesmall groupswith limited
mandates; othersarelargeagenciesprovidinga
complex mix of programsand services.”? These
organizationsare guided by boardsof directors,
advisory groupsor councilsmade up of individuals
who havetaken ontheresponsbility for decision-
making.

Despitethearray of organizationsand groups
working to enhance community well being, thereare
segmentsof the populationthat are oftenignored or
overlooked when it comesto decision-making.

To be successful, community organizations must
reflect the needsand viewsof al members, users
and stakeholdersintheir communities: “thestrength
of their decision-making liesintheir ability tobe
representativeandinclusve’ 2

Thereare many reasonswhy such groupsmay not
have been engaged in planning and making resol u-
tionswithin community organizations. Sometimes
peoplearelimitedintheir capacity or ability to
connect with and participatein organizationsdueto
real or perceived barriers. These barriersmay exist
based on factorssuch asdifferencesin:

d ethno-racia background,

° financial Satus,

° educationlevd,

d physica or menta ability,

° religiousand faith-based beliefs,

d gender,

° sexud orientation,

*  agg

and other socio-economic circumstances. In other
instances, community organi zationshave not been
ableto engage particular groups dueto misconcep-
tionsor an uncertainty about how to bridge commu-
nication and cultural gaps. Yet, thereare also many
success stories about organi zationsthat have suc-
cessfully included previoudy excluded groupsin
their decision-making processes, and about tradi-
tionaly margindized individua swho havemade
sgnificant contributionsto their communities.

2 nvolveYouth: A Guide to Involving Youth in Decision-making. “ Introduction” p.1. City of Toronto website.
http://www.city.toronto.on.ca/involveyouth/index.htm January 2004

31bid.
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Introduction

A healthy community supportsdiversity and pro-
motesequitableinclusonfor dl, throughout its
socid, economic, political and cultural dimensions.
Oneof the cornerstonesof healthy communitiesis
wide participation in planning and decision-making.
Peopleof al backgroundsand socio-economic
circumstances have concernsand ideas about
creating healthy communities. They not only want to
be heard and participatein processesthat affect
their livesand thecommunitiesinwhichthey live,
but they also havearight to do so. Moreover,
peoplefed vaued whenther particular gifts, abili-
tiesand challengesare recogni zed; when they have
opportunitiesfor growth and devel opment; when
they areinvolved and engaged in community activi-
ties; and when all of their basic needsare met.

Individualsoften benefit sgnificantly fromthelr
participationincommunity organizations. Involve-
ment inacommunity organization can providea
person withincreased technical, communication and
leadership skills, opportunitiesfor networking,
employment references, socia contact, information
about other community resources, emotiona sup-
port and increased self-esteem. It may evenlead to
paid employment and new friendships. For some, it
may be astepping stoneto other types of commu-
nity involvement; for example, many locd paliticians
garted their publiclifeby volunteeringin community
organizations.

Organizationsand marginaized groupscangain
much from working together. On the onehand,

11

some groupslack the necessary resourcesand
networking opportunitiesto ensurethat they are
heard and that their ideas arereflected at the com-
munity level. Onthe other hand, many community
organizationsthat aresincerely interested ininvolv-
ing awide spectrum of the community lack the
information and innovation required to connectina
positiveway. By devel oping strategiesthat promote
inclusion, community organi zationsbecome better
equipped to respond to individual and community-
based needs. Andincreasing thediversity of staff,
membersand volunteersin community organizations
will haveapositiveimpact ontheindividua, the
organization and, potentially, the community asa
whole.

To betruly effective, community-based organiza-
tionsmust educate themsel ves about i ssues of race,
ethnicity, class, economic status, sexua orientation,
age, gender and disability. They must not only
accommodate and respond to those who show
interest, but a so actively seek out otherswho might
havethe motivation to becomeinvolved. Oftenan
organi zation can provide greater access and accom-
modation to othersby ssmply atering the perspec-
tiveand understanding of itsexisting members. By
wearinga*“ divergty andinclusonlens” membersof
acommunity organization canimprovetheir vison.

Organizations need to help create and promote
unbiased attitudes, beliefs, policiesand procedures
aswell asidentify and €liminatediscriminatory
behaviours, structuresand practices. Asthey
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develop new and shared ways of understanding
diversity andinclusion, they will beabletousethis
understanding asthebasisfor action. By taking
action and creating changewithin community or-
ganizations, not only do these organizationsbecome
more equitableand accessible, but they canalso
becometrueleadersintheir fields.

12
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Changing Demographics

T here have been significant changesinthe
demographic trends of Canada, Ontario and
Torontointhe past 15 years*. Community organiza-
tionsneed to be aware of and up to date on these
changesin order to ensurethat they are representa-
tiveand reflectiveof their populations. Thefollowing
demographic Satigtics illustratethegrowing diver-
sity in Toronto and across Canada.

° Toronto isone of theworld’smost ethno-
racialy diversecities. In 2001, 42.8% of
Toronto’spopul ation were membersof a
visbleminority; 43.7% wereforeign born.
From 1986 to 1996, the popul ation of
visibleminoritiesdoubled, and thecity’s
racid minority populationisstill growing
rapidly. (Statistics Canada: 2001 Census).

° Morethan 70,000 immigrantsfrom 169
countriescometo Toronto every yesar.
(Statistics Canada: 1996 Census). 16% of
the current Canadian population areimmi-
grants. (Canadian Heritage: 2001). The
composition of theimmigrant-refugee
pool has changed over time. Prior to and
immediately following World War 11, most

immigrantsto Canadawere of European
origin. Recently, more people have come
from Asiaand Africa. Currently, the
People' sRepublic of Chinaisthetop
sourceof new arrivalsto Canada. Itis
followed by India, Pakistan,

the Philippinesand Sri Lanka. (Statistics
Canada: 2001 Census).

Morethan 170 languagesare spokenin
Toronto alone, and 42% of this population
report alanguage other than English as
their first language. (City of Toronto
Accessand Equity: 2000) . Thetop 10
languages spokenin householdsin

Toronto, other than English or French, are
Chinese, Itdian, Tamil, Portuguese,

Spanish, Russian, Mandarin, Persian (Fars),
Punjabi and Vietnamese. (Statistics

Canada: 2001).

AccordingtotheNationa Ingtitutefor
Literacy (2001), Toronto records an illit-
eracy rate of 24.1%, whichishigher than
that of all of Ontario (19%). Anditis
estimated that 40% of Canadian-born
individualsaged 16 to 65 havereading
problems.

4The City of Toronto very generously provided partia support for the production of this document; hence, the

demographics listed here refer primarily to the Toronto area. However, thisinformation can be of use to any community
organization interested in becoming more inclusive, regardless of their geographic location.
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Over 300, 000 youth (aged 15 to 24) were
livingin Torontoin 2001 — that's 12.4%

of thetotal population. Twenty-three
percent of theselived ontheir own. And
21.8% of youth between the ages of 15
and 19 were unemployed; for thosein that
agerangewho wereemployed, their
averageweekly salary was $136. (Toronto
Youth Profile: 2003).

In 2001, seniorsaccounted for 13% of
Canada spopulation. Projectionsindicate
thisproportionwill reach 15% by 2011,
and seniorsarethefastest growing age
group. An estimated one-quarter of seniors
inToronto areliving aone, and 9% of the
senior householdsusefood banks. (City of
Toronto Seniors Task Force, 1999)

Approximately 1.5million Ontarianshad a
disability in 2001, representing 13.5% of
the popul ation of the province. Oneout of
seven Canadiansaged 15 and over (an
estimated 3.4 million people) also reported
somelevd of disability that year.
(Statistics Canada, 2001).

Toronto hasthelargest gay populationin
Canada, and each year it hostsone of the
threelargest Gay Pride eventsintheworld,
aongwith New York City and Sydney,
Audtrdia. (http://mwww.torontotourism.com/
AboutToronto/FactFile.htm). Approxi-

mately 10% of theadult populationare
gay, lesbian or bi-sexual. (Toronto Public
Hesalth: 2000).

Intheyear 2000, the poverty rate was 18%
with child poverty reaching 21%. (Raphad!,
2000). In 1999, about 30,000 Torontonians
used thecity’ semergency shelter system,
which represented a40% increasefrom
1988. During the same period, the number of
childrenusing sheltersincreased by an
adarming 130%.

Among university-educated Canadians,
Aborigina peoplearefour timesaslikely
aswhite Canadiansto be unemployed.
Peopleof colour born outside of Canadaare
at least twiceaslikely aswhite Canadiansto
be unemployed. The unemployment ratefor
peoplewith disabilitiesisapproximately 50%,
andfor youth, therateis doublethat of older
workers. (Toronto Public Health, 2000)

Reigiousdiversty iswidein Toronto.
Resdentsbelongto over 40religious
denominations, sectsand groups. Massis
now said in 35languagesinthe Roman
Catholic Archdiocese. Over 200,000
Musdlims observe Ramadan. Over 80,000
Sikhsmarchedintheannua KhalsaDay
celebrationsin 2000. Torontoisaso home
to haf of Canada s Jewish population.
(Toronto Public Hedlth: 2000).°5

5 Adapted from: “Diversity at the City of Toronto”. Tim Rees. Presentation to the Communicating Environmental
Messagesin aDiverse Society forum of the Sustainability Network. October 2001.

15
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Diversity and Difference

Every day wedevelop views, beliefs, opinionsand
attitudesbased on information that we pick up from
anumber of sources: family membersand peers, the
media, and brief persona meetings. These sources
provideamixtureof information that may include
myths, stereotypesand prejudicia and discrimina
tory attitudes. Some of thisinformation causesusto
mig udgethosewhom we perceiveto bedifferent
fromourselves.

Moreover, asindividual sgoing about our busy daily
lives, processing information asquickly aspossible,
we often conscioudy or unconsciously maketwo
key assumptions. Thefirstisthat everyonewho
looks or soundsthe sameisthe same. The second
isthat everyonewho looksor soundslikeusislike
us. These assumptionsare oftenincorrect.®

In addition, each of usalso has personal prefer-
encesand occasionally we act onthese preferences
inamanner that isexclusionary and may condtitute
bias. A biasisapoint of view or inclinationthat may
manifest itsalf through favouritism, didike, prgudice
and even fear because of aperson’slooks, behav-
iour, lifestyleor circumstances. Biasescan be
conveyed through verbal and physical actions.

Giventhat each of usisaproduct of our timeand
our environmentsto acertainextent, itisunreaistic
to expect that anyoneiscompletely without bias.’

Itisthereforeimportant to become aware of the
misinformation and biasesthat we carry so that we
canremovethe barriersthat exist and keep usfrom
achieving mutual respect and understanding. Since
weare not dwaysaware of these attitudesand
beliefs, we need to pay attention to how wethink
and feel about other people, to examinetheroots of
our thoughtsand analyzethem for biases.

6 Cultural Competence Workshop for Service Providersin York Region, presented by Gloria Murrant and Douglas

Stewart on April 28, 2003: Newmarket, ON.

"Building Inclusive Communities. Workshop Handouts, presented by Janet Gasparini of the National Coalition Building

Ingtitute (NCBI), on June 14, 2001: Sudbury, ON.
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Exploring Difference, Power and
Privilege

Most of ushavedifferent aspectsof our identities
that either help usto hold power and privilegeor
result in us being withheld fromor lacking power
and privilege. For instance, because of our gender,
race, age, physica and mentd ability, reigiousfaith
or sexual orientation, wemay haveagreater level of
accessto power and privilegethan others. Or we
may havelessaccess. Thisvariesfromsituationto
situation and depends upon what the dynamicsand
power relationsarein each group or circumstance®

It isimportant to recogni ze these aspects of our-
selveswhich may hold or arewithheld from having
power or privilege can both overlap and be contra-
dictory. Moreover, our personal accessto power
and privilege can changeover time(e.g., asweget
older or if our economic circumstanceschange).

Furthermore, there are aspectsof ourselvesthat are
visible, and othersthat areinvisibleto peoplewe
meet. Each of these aspectsisinterpreted by the
peoplewe encounter. Many of theexamplesusedin
thisTool Kit represent aspectsof our identitiesthat
arevisble(i.e, gender, raceand age). A visible
difference can be seen or heard, andisoften no-
ticed upon aninitia sighting or encounter with
another person (e.g., physica differences). An
invisibledifference cannot be seen or heard upon
aninitia sighting or encounter and may never be
detected.

Generdly, peoplewithinvisbledifferenceshavea
greater ability to blend inwith the mainstream or
more privileged groupsthan thosewithvisble
differences. Thismay or may not be an advantage,
depending onthe situation. For instance, someone
who does not want peopleto be made aware of the
fact that they havealearning disability can perhaps
concedl it by not actively participatinginapublic
forum. However, if they decide not to disclosethis
information (e.g., to organi zersahead of time), it
might mean that they will be unableto or prevented
from participating when they chooseto do so.

Barriers to Equitable Access

| ssuesof accessand choice areimportant when
examining power and privilege. Accessisdefined as
having theright, opportunity or ability to reach,
enter or useafacility, programor materias, visita
person or people and/or receive, understand and
useinformation, knowledgeor skills. Accessis
limited or prevented when barriersexist. Barriers
createlimited or restricted accessto afacility,
program, materials, peopleor information. Such
barriersmay beaccidental or intended.

People may facemany barriersthat prevent their full
and active participationin society based ontheir
persond identitiesand/or circumstances.

For instance, systemic discrimination may been-
countered by thosewho have adisability, by people

8Becoming an Ally: Breaking the Cycle of Oppression. Anne Bishop. Fernwood Publishing: Halifax, NS, 1994
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of colour, or by youth and seniors, in Situations
where programs are set-up for able-bodied, white,
middle-aged people. A person’scultural or religious
attire, or thefact that they have aspeechimpedi-
ment or limited ability in English can a so subject
themto discriminationin circumstanceswherestrict
dresscodesarein effect and verbal communication
isimportant. Such barriersmay not only limit their
active participation in organizations, but may actu-
aly prevent them from even contacting such groups
tobeginwith.®

People do not necessarily choseto deliberately
discriminate againgt thosewho aredifferent from
themselves. Many of the barriersto participation
within community organizationsexist becauseof a
lack of awarenessof differing wantsor needs.
Barriers can beremoved and accessincreased by
first exploring what some of these barriersareand
how we can learn to noticetheminthe behaviours
of ourselvesand others.

Basically, abarrier isan obstaclethat preventsan
individua or group from accessing certain services
or opportunities. A barrier can bephysical (e.g.,
dairs), financia (e.g., lack of busfare), attitudinal
(e.g.,individud or organizationd discrimination),
socid (e.g., prevailing normsand attitudes), linguis-
tic(eg., limited English skills) or geographic (e.g.,

isolated location). Such barriersmay bereal or
perceived. Itiskey torecognizethat therearea
variety of waysinwhich community buildings,
programs, servicesand opportunities can beinac-
cessibleto some people. Accessisrelated to many
different aspectsof an organization, such ascom-
munications, signage, physica designand ddlivery of

sarvices.©

Insome cases, peoplemay findit difficult tofully
participateintheir communitiesbecause of an
individua congtraint. For instance, anindividua who
hasahearingimpairment may findit difficult to
participatein acommunity meeting. However, they
maly be accommodated by being provided with
materiasin print format rather thanjust orally, by a
request that participantsin the meeting speak clearly
and try to facethe hearingimpaired person so that
they havethe opportunity toread lips, or perhaps
by theavailability of sgnlanguagetrandation.

Thereisnosmpleformulafor aleviating al barriers,
aseach person’sneedsare unique. When wetreat
peopleequaly weignoredifferences. Whenwe
treat people equitably we recognize and respect
differences.

Therefore, the process of determining what accom-
modationsare needed and feas ble must be consid-
ered onanindividual basisin each specific circum-

°Building Inclusive Communities for Ethnoracial People with Disabilities. Rabia Khedr. Ethno Racial People with

Disabilities Coalition of Ontario. Toronto, ON, 2003

Obid.
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stance. Sincenot all needswill beapparent, itis
important to find out from every personinvolved or
potentidly involvedinan organizationif thereare
waysthat their participation can be maximized.
Thismay bedoneas part of an orientation. By
consulting all affected individuds, plansfor accom-
modeation can often be established within areason-
ableand mutually acceptabletimeframe.

Sometimesthe accommodation of needsisnot
possiblewithout causing undue hardshipfor the
peopleinvolved or for the organization that istrying
to accommodate them. In these cases, solutions
may haveto befound to offset the costsor risks
involved in accommodation. Also, where accommo-
dation cannot beimmediately addressed, it may
need to be phased in over alonger period of time.
For example, in order for changesto bemadeto
physica infrastructurethat may requirealarge
financid outlay, the organization might consider:

creating aspecia fund whereperiodic

payments can be made;

asking individuasand organizationsfor

grantsor donations;

holding afundraising event specificaly for
thispurpose.

Itisasoimportant to recognizethat peoplewho
require accommodationsare unlikely to approach
the organization to demand or evenrequest them. It
ismorelikely that they will smply fe unwelcome,
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consider not participating or be unableto do so.
Organizationscan create awel coming imageby
choosing their meeting or activity locationscarefully
(e.g., ensuring they are physically accessibleand on
subway or busroutes.). For moreinformation on
thistopic, see Tool #1: “ Tipsfor Planning Inclusive
Events’ in Sectionl11.

Exhibiting good faith and awillingnessto explore
creative solutionsfor reducing barriersto equitable
access and making accommodationsisahuge step
toward becominginclusive. Moreover, taking
incremental stepstoward making all peoplefed
welcomeand included (before someoneissuesa
request or complaint) showsthat you are opento
changeand exercising voluntary responsibility.




Inclusive Community Organizations: A Tool Kit

[

Principles and Assumptions

Weliveinadiverseand changing society. While
every person hasaright to betreated fairly and
equitably, barriersexist at dl level sof society that
result intheinequitabletreatment of someindividu-
asand groups. Thisinequitabletreatment means
different people have different accessto power and
privilegeand somearethereforeunabletofully
participatewithintheir communities.®

Becausethey are not openly accepted or encour-
aged to participate in community organizations,
particular individuals and groups do not have the
opportunity to fully benefit from and contribute
to society.™ In order to changethissituation and
ensurethe equitabletreatment of all peoplewho
interact and engage with community organiza-
tions (staff, volunteers, clients), it isimportant to
examine the organizational values, policies,
practices and procedures of these organizations.
Only then can systemic barriers be identified and
removed.

Why Inclusiveness is Important

Removing barrierstoinclusonwill makea

community organization moreeffectiveat achieving

itsmandate. There are many reasonswhy

inclusiveness helpsto makean organi zation more

effective

o Itwill ensureequal accessand
participationinyour organization by
diversepopulations,

d Itwill beeasier to respond effectively
to thevarious needs of the community
membersthat your organization Serves,

° Itwill help to ensurethat your
organi zation isrepresentativeand
reflectiveof theloca population;

° It will improvetheefficiency and
effectivenessof your programming and
provide better outcomesfor your clients;

o Itwill hel p to ensurethat community
membersare represented and validated
withinthevarious partsof your
organization.

10 Cultural Competence Workshop for Service Providers in York Region, presented by Gloria Murrant and Douglas

Stewart on April 28: Newmarket, ON, 2003.

I An Inclusion Lens: Workbook for Looking at Social and Economic Exclusion and Inclusion. Malcolm Shookner.
Sacial Inclusion Reference Group, Population and Public Health Branch. Health Canada, Atlantic Region. June 2002.
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Itwill ensurethat your strategic directionsare
fully informed by, and areconsistent with,
diverserepresentation and inclusiveness,

It will help peopleto make good decisions
inanenvironment of changeandfisca
uncertainty;

It will enhanceyour organization’sability
to effectively respond tofuturechangesin

demographics,

It will makeit moreaccountableto the
community;

Itwill ensurethat your organization fully
abidesby thelegal obligationsunder the
Ontario Human Rights Code, the Canadian
Charter of Rightsand Freedomsand the
CanadianHuman RightsAct. (See“Legd
Consderations’ in Section |V, Additiona
Resources, for moreinformation).

Organizational Benefits

Inclusivity within an organi zation crestesmany

benefits, both short and long term, for agroup:

It enhancescommunity input and
relaionship building;

It helpsto build an organization’sreputation
asprogressveandinclusive- anemployer
of choice;

It providessocia, economicand cultura
enrichment through increased diversity;

Itimprovesmoral e, especially among board
members, staff and volunteerswho may
currently fed marginaized;

It buildsorgani zational capacity and
expertise;

I ncreased participation encourages greater
sharing of responsibility and workload;

It helpsto decrease conflict and makethe
root sources of conflict better understood;

It complieswithrelevant legidation,
supportsrisk management and protects
your organizationfrom liability.?

12 The previous two sections were adapted from: “Diversity at the City of Toronto” Tim Rees. Presentation to the Com-
municating Environmental Messagesin a Diverse Society forum of the Sustainability Network. October 2001, and “Why
Diversity?’ Paul Kwasi Kafele. Presentation to the York Support Network. 2001



