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INTRODUCTION

In this brief, the Conseil des relations interctdtles (Conseil) reponds to the
consultation document on a policy to fight agaisism and discriminatidrwritten by
the ministere de I'lmmigration et des Communautéticelles (MICC).

The fight against racism and other forms of diseration (FARD) experienced by
ethnocultural minoriti€shas been part of the Conseil's concerns sinceghebeginning
of its existence in 1984. Because of its own workrahe years, the Conseil believes it
crucial to take part in responding to the consugtatiocument presented by the MICC
and supports the urgency to move from reflectioaditon, as the MICC itself suggested
in its consultation documeriEven if several initiatives have already been utatten and
have been recognized, especially ones which semgigople about the FARD in Québec,
we need only mention thanti-Racism Action Weekvith which the Conseil has been
associated, much of the research and interventidiglnting against racism focuses on
increasing awareness and favoring dialogue.

Furthermore, although there are many definitionsosiding the concept of raciém
which the Conseil has previously addreésédchose instead to focus on developing an
operational model which can contribute in fightegginst this sort of phenomenon.

More specifically, in this brief, the Conseil sugtgea series of structuring ways and
means that the Government can use to implementieygo FARD. Of coursethis
policy need not apply to any single domain or seatoand not solely for the benefit of
ethnocultural minorities. It can be very broadened in scope to includerditrens of
racism and discrimination which, while they are enx@nced as individual
manifestations, are also systemic in natus®wever, we have targetethploymentas a
strategic priority, partially because it is possibbrally many multidisciplinary actors

in our society around this issue

More importantly, this position is taken by the Geih because measures aimed at
achieving social, economic and cultural integratmnimmigrants appear to be less
effective when its composition becomes more diWiesi Given that, diversity is

expected to increase, as we resort more to imngrad help resolve demographic and

! Ministére de I'l'mmigration et des Communautésurelies,Pour la pleine participation des Québécoises
et Québécois des communautés culturelles. Verpoliteue gouvernementale de lutte contre le ragism
et la discrimination Document de consultation, Montréal, GouvernerderQuébec, 2006, 69 p.

2 Visible and non-visible minorities, immigrants, €neckers of English-Canadian origin and Natives.

% See especially: Micheline Labelleln lexique du racisme. Etudes sur les définitiopgrationnelles
relatives au racisme et aux phénomenes connéeslition des villes contre le racisme (docum&ht
Unesco et CRIEC, 2006, 48 p.

* Jean-Claude IcarPerspectives historiques sur le racisme au Québtntréal, Conseil des relations
interculturelles, 2001, 99 p.

® See definition, p. 20.



manpower recruitment problems, when phenomena sgcinternational competition
exert pressure on States and their workforcessmaand other forms of discrimination
can intensify. In addition, some descendents of ignamts, though born in Québec or
elsewhere in Canada, are discriminated againstubeaaf their origins. This situation is
especially striking in the case of visible min@#j even for individuals whose ancestors
settled in Québec several generations agdQuébe¢ according to a study on ethnic
diversity in Canada 30% of the visible minorities questionned, said that they had
experienceddiscrimination based on ethnocultural characteristics, 28% of nwhmad
French as their mother tongue and 41%, Enfjlisfence theneed for a firm political
and administrative will to eradicate these phenomena and the need toasscre
responsibility and accountability of all individuals, whether they belong to the
majority or to any of the ethnocultural minorities.

In Part I, the Conseil presents the case studh@fSwedish Government who put into
place a set of strategic, operational, institutiomad legislative mechanisms to fight
against racism and other forms of discriminatiorhe TConseil also suggests that
government, civil society and the private sectoopadhe differential gender analysis
method used for women, and apply it to ethnocultdreersity. It also suggests that
government mandates an agency tasked with coomfipaupervising, promoting and
evaluating the implementation of a FARD policy andke certain changes in Québec’s
current legislative framework. The Conseil alsosprdas the strategy adopted by the
European Union, «&UAL» which actively promotes new ways and means fgmtiing
against discrimination and inequalities by creaang maintaning quality jobs.

The Conseil chose to not review the various inited (events, programs, sensitization in
various government departments, initiatives by caomity organizations) already under
way in Québec to pursue FARD gdaland will leave to others to describe the many
measures undertaken for the benefit of the ethhaall minorities. However, these
measures should be carefully examined and the grastices should be retained and

® "The concept of ‘Visible Minorities’ designatesrpens identified by virtue of th&ct respecting equal
acces to employment in public bodiascording to whether they belong to the whiteeracnot. According

to this Act, the Natives are not counted among theups of visible minorities." (Source:
http://www.statcan.ca/francais/concepts/ defingievis-minorit_f.htm). Statistics Canada uses the
following categories: Chinese, South-Asian (e.gdjdn from India, Pakistani, Penjabi, Sri-Lanke & ck
(e.g, African, Haitian, Jamaican, Somali), Arab&& (e.g., Armenian, Egyptian, Iranian, Lebanese,
Moroccan), Filipino, South-East Asian (e.g., Camibod Indonesian, Laotian, Vietnamese), Latin-
American, Japanese, Korean. (Source: http://www.atcah.ca/francais/concepts/definitions/vis-
minorit01_f.htm).

" Jane Badets, Jennifer Chard et Andrea Leattjuéte sur la diversité ethnique : portrait d’useciété
multiculturelle Ottawa, Statistique Canada (Ministre de I'indig3ir2003, 28 p. About 42 500 persons
aged 15 and older from the 10 provinces were ifgered by telephone. The Native Peoples were not
included in this study.

8 Richard Y. Bourhis, Annie Montreuil and Denise KglPortrait de la discrimination au Québec :
Enquéte sur la diversité ethnique au Canalmntréal, Chaire Concordia — UQAM en études efhes,
2005, 17 p.

° See: http://www.quebecinterculturel.gouv.qc.chffré-discrimination/actions-place.html



integrated within the general model that is presgmh this consultation report. In short,
the Conseil hopes that these initiatives will beentaken in a coordinated fashion, which
would ensure their lasting quality and would ackiaumore structuring effect.

After first examining these initiatives, Part IlliMpresent the elements of a MED model
that could respond effectively to the challengengblementing the FARD. Part Il will
present the Conseil’'s recommendations, followethleyconclusion.






PART I- INSTRUCTIVE PRACTICES AND EXPERIMENTS

In this first part, we shall focus on the idea ab\pding Québec with a system that will
enable it to effectively guide and implement a ppldesigned to combat racism and
other forms of discrimination. After briefly reviémg the Swedish Government’'s
interventions to implement its integration polieye shall describe how it concentrated
on developing a set of mechanisms that are at sinategic (adoption of an integration
policy), operational (action plans by sectors, dgplg concrete measures aimed at
Swedes of foreign origins), institutional (creatiohan agency tasked with monitoring,
promoting and evaluating various components ofpihlecy) and legislative (adoption of
laws forbidding ethnic discrimination in order tomfect the victims).

We shall also discuss the idea of undertaking asttbat will make it possible to reduce
racism and discrimination in employment and thergisgmote the socioeconomic
inclusion of individuals, and also to develop todésigned to transform mentalities and
organizations and motivate them to engage in intn&goractices. The case of the
EQUAL initiative developed in Europe will be desx=d in this regard.

1.1 THE NEED TO DEVELOP VARIOUS MECHANISMS TO FIGHT AGANST RACISM AND
OTHER FORMS OF DISCRIMINATION - THE SWEDISH CASE, WITH APPLICATIONS FOR
QUEBEC

According to the Swedish Governm&htsince the adoption of its integration policy in
1997, there is now a greater sensitivity towardsittiegration of immigrants in public

organizations. Swedish society is now more openretttnocultural differences and

improvements have been noted in the financial sdnaof the newcomers as well as a
decline in social assistance expenditures.

According to the Swedish Integration Board, persoinforeign origin made up 8.8% of
central government personnel in 2001 and 10.1%iofgry local government personnel.
In 2004 those rates had reached 9.4% and 10.9%.

A report by the Swedish Parliamé&hin June 2005The State as Employeaevealed that
persons of foreign originmade ufdl0.6% of public sectorpersonnel. The percentage of
persons of foreign originholding managerial positionsin the public sectorwas5.7%.
Elected representatives of foreign origimnade up7% of all elected representatives in
Parliament’

1% Ministry of Industry. Employment and CommunicaspBwedish integration policy for the 21st cenfury
2002, 8 p.

1 Sveriges Riksdag — Finansutskottets betankandis. Saten som arbetsgivare

12 Benito, Miguel, 2005Active civic participation of immigrants in Swedd® p. Report prepared for the
European research project POLITIS, Oldenburg.



Despite these achievements, inequalities remairtt&wedish Government intends to
pursue its efforts to fight against discriminateomd racism and integrate immigrants.

The following description will present a non-exhiées overview of the Swedish
Government’s interventions designed to promote ithegration of Swedes of foreign
origin, including the fight against racism and atfems of discrimination.

In the purview of its reflection, the Conseil exaeul efforts of other States in the fight
against racism. The Swedish model seemed attrabieause it combines strategic,
legislative, institutional and operational dimemsio Our intent is not to borrow this
model and apply it as such to Québec, but to gapiiation from the results obtained
and the strategies developed in order to act irb@cié specific context. This precaution
is all the more important that Sweden’s realities, a European country whose
immigration was long made up of refugees and teargoworkers, are different in
several respects from Québec’s realities. Nevertisel several elements of its fight
against racism deserve mention and taken into atcou

1.1.1 Strategic and operational mechanisms

The Swedish Government adopted a policy for thegirattion of immigrants in 1997,
entitled: Sweden, the future and diversity: from immigratumiicy to integration policy
This policy pursues the following goals, which Qeélalso adheres to:

- Equality of rights, duties and opportunities &I, regardless of ethnic or cultural
origins;

- A community based upon diversity;

- A society characterized by mutual respect andramice, within the limits of the
basic values of a society in which all individuagérgons play an active and
responsible role regardless of their previous hisso

This policy was especially focused upon certaimesssuch as supporting individuals to
ensure their financial autonomy, promoting demacratalues, promoting equality
between men and women, preventing and combatingfoaths of discrimination,
xenophobia and racism.

Sweden uses thmainstreamingmethod with persons of immigrant origin. This mean
that the ethnic and cultural dimension relatechasé persons is taken into account in all
the operational and strategic activities of orgatians in all sectors of activity Thus,
Sweden sets up different mechanisms to ensure thigatintegration policy will be
systematically taken into account in all sectoradivity:

13 Raxen National Focal Point Sweden, 208dalytical Report on Legislatiom5 p.



Reinforcing legislation with respect to discriration;

- Setting up an agency tasked with monitoring, ppng and evaluating the policy’s
implementation;

- Developing initiatives in the metropolitan regsn

- Adopting action plans in strategic areas aime8vatdes of foreign origin;

- Intervening in the management of operations vwgl ethnocultural diversity in a

large number of government agencies.

On the basis of this policy, the sector-based pmsi@and action plans of the different
government departments and agencies give spetaatiah to Swedes of foreign origin.

Thus in 2000, Sweden adopted a national action tpléight against racism, xenophobia,
homophobia and discriminatith This plan covers areas such as education, empgialym
entrepreneurship, citizen participation (democra®gislation, support for local actions,
the media industry, support for organizations camlgeracism, by using funds provided,
in particular, by the uAL initiative described in the following section.

This action plan indicates that job creation playfundamental role. It indicates that
employment provides not only an income but alsé-esteem and a social identity. It
also adds that employment provides opportunitieefwounters, which leads to mutual
knowledge and understanding.

The Swedish approach notably applies in the arealotatio’r”. One of the goals of the
integration policy is the lowering of the schoobpout rate of students of immigrant
origin (immigrant students and students born to ignamt parents). Measures have been
implemented such as increasing the number of teacfiemmigrant origin or increasing
the education budget to support schools in socidbprived areas. In the area of
employment, the employment policy adopted in Fetyru2006 designated youths,
immigrants and handicapped persons as prioritygg6u

Following the example of Sweden who adapted theepnofGender Mainstreamirtg

to immigrant persons, the Conseil recommends toQtébec Government that it take
advantage of its Gender-Differentiated Analysis £3nd adapt it to thelifferential
analysis of ethnocultural diversity. It recommends this approach because it has proved
effective in improving the rights and the living nmbtions of women over the years.
According to the OSCE, mainstreamings used when it is essential to take into account
the needs of specific groups within programs arities that are open to everyone.

4 Ministry of Industry, Employment and Communicaspi national action plan to combat racism,
xenophobia, homophobia and discriminati@d00, 69 p.

!> Swedish Ministry of Education & Sciencehe development of educatj@906,24 p

16 Ministry of Industry, Employment and CommunicasoA labour market policy for all2006, 24 p.

" This approach is known under different names andiiously applied in different States. It is als®d
by international organizations. The Québec Govemefers toGender-Differentiated Analys{&DA).

'8 Organisation for Security and Co-operation in Perdntegration policies2006,90 p.



For Québec taking the Québec Government's definition of GB# a starting poifit
the Conseil recommends using the differential aialpf ethnocultural diversity as a
management approach that aims at preventively tilegeduring the design or evaluation
of a government intervention, the different effeittat its adoption may produce among
Quebeckers of the French-Canadian majority andetlmbsghe ethnocultural minorities.
This inclusive approach should not serve to repkate specific approaches designed to
correct disparities between these groups.

Such an approach should make it possible, formestato measure the representativeness
of Québec’s ethnocultural diversity as a resulg@iernment policies, programs, reforms
or services by using data broken down into varicategories (immigrants, visible
minorities, etc.) while reviewing the impact of @@n already existing government
interventions. It would be possible to examine dlevance of the eligibility criteria of
certain programs, for example the number of yehl®olling permanent residency status
in Canada or the number of years of residency iéb@a.

It is interesting to note that this idea of apptyithe GDA approach to the ethnocultural
minorities has been suggested by researchers atMf®)ABecause of the positive
successes of this approach on the situation of wortieey suggest adapting it more
specifically for the case of racialized personswlitl be important to subsequently
examine in detail the results of their researchctvishould be revealed soon.

In short, implementing such an approach is an tnvest that is likely to produce durable
and structuring results. This type of analysis sthdne applied to both public and private
sectors, including the organizations of the ciattisty.

1.1.2 Institutional mechanisms

To ensure the pursuit of the goals of their integrapolicy, the Government created the
Swedish Council for Integration in 1998. With iterponnel made up of 90 employees,
the Council for Integration monitors and assessesmplementation of the government’s
actions and sees to it that the integration patigyoals will have an impact throughout
the different sectors of Swedish society. It maka® that the authorities will take ethnic
diversity into account in the planning and impletagion of their operations.

That Council is also tasked with promoting integmat preventing and combating
discrimination and racism and developing welconpngcedures for the new arrivals. It
encourages cooperation between the different aetodsensures the dissemination of

19 Secrétariat & la condition fémining'expérimentation de I'analyse différenciée seles bexgs2005,

43 p.

% They are Rachad Antonius, professor in the SogioDepartment, and Jean-Claude Icart, Coordingtor o
the International Observatory on Racism and Disicridtion. The title of the research project Agalyse
différenciée selon les sexes et groupes raciskEs Antonius shared some of their conclusionshvilte
Conseil during a telephone conversation.



information through various mechanisms, includinglada bank on racism and other
forms of discrimination.

Their Council works in close cooperation with othgartners from both public and
private sectors and the civil society to fully gaaut its mandate. Regarding the issues
involving complaints about ethnic discriminatiohworks jointly with the organization
specifically responsible for these matters, naniiedyOmbudsman, in order to intervene
against instances of ethnic discrimination.

Their Council has three main departments:

- the Analysis Department (collecting, computingalgsis, data assessment);

- the Development Department (information dissemdma coordination and
development of tools and methods to support theratof the various actors
involved in the integration policy);

- the Administration Department (managing, planr8ngtrategic communications).

The Council provides a detailed picture of the essuelated to the integration of
immigrants, discrimination and racism across d#fersectors.

A government policy to combat racism and other ®rmih discrimination can produce
concrete results only if a central agency is taskikd monitoring the advancement of its
goals and monitoring any action plan derived frowent.

We therefore recommend that the Québec Government amdate an agencyo ensure
the coordination, monitoring, promotion and evalhmabf the implemented elements of a
policy to combat racism and other forms of discniation, especially in order to meet the
concern, stated in the consultation document oMieC, of not having sufficient data to
measure the scope of racism and other forms ofidlisation.

The responsibilities of this agency would be thH&fing:

- to promote the differential approach to ethnagalt diversity;

- to carry out the computing, processing, examamatind assessment of different
data and reports about issues involving the figjatirest racism and other forms of
discrimination and the taking into account of ettudtural diversity within
organizations;

- to sensitize public and private organizations;

- to produce annual reports giving an integratedraew involving all spheres of
activity and including recommendations;

- to support different actors at various levelsre$ponsibility in their endeavours
(providing tools such as those described in Panputting different organizations
into contact with certain training experts, etc.);

- to produce 5-year reports on the policy’s stdtedvancement in various respects.



The employees of the agency thus designated c@we bontact representatives in each
government department and agency, in the same mématethere exist official contact
persons for questions related to the condition ofmen in different departments and
agencies. These contact representatives would imesat interdepartmental committee
that would report to an executive committee resgbdasfor issuing guidelines and
represented by the deputy ministers of the centgdnizations (the oversight agency, the
Executive Council Department and the Treasury Bpaftie oversight agency would
also work in close collaboration with the Regior@bnferences of Elected MNAs
(RCEO) as presented in Part Il. In this regard, &dtlim | also presents a few directions
for action recommended by the Conseil.

The Conseil des relations interculturelles offets full collaboration should the
Government choose to create such an agency. Targgtasked with coordinating and
monitoring the implementation of the elements qdadicy to combat racism and other
forms of discrimination, is not intended as a siig for other already existing
organizations such as, for instance, the Commissgsrdroits de la personne et des droits
de la jeunesse (CDPDJ).

1.1.3 Legislative mechanisms

A law enacting measures against ethnic discrinonatin work environments was
adopted by the Swedish Government in 1999. In 20@8Act forbidding discrimination
was adopted in order to cover other sectors. Tlag® provide better protection for the
victims of discrimination.

The laws dealing with ethnic discrimination comeden the responsibility of the
Ombudsman against ethnic discrimination. Underghaws, the Ombudsman can claim
damages in Court in favour of a person who has heegatim of discrimination. If it is a
discrimination related to hiring or occurring iretivorkplace, the damages must be paid
by the employer. These laws apply not only to thegpe sector and to non-governmental
organizations, but also to the State itself as epgl

In Québeg some legislative instruments and institutionalicures exist for combating
racism and other forms of discriminatiohhe QuébedCharter of human rights and
freedomgyuarantees respect for equality between persoiss'alfundamental law having
a quasi-constitutional charactér’

In force since 2001, th&ct respecting equal access to employment in pbbliies(also
called Bill 143) created a special legal framewiakequal opportunity in employment in
public organizations of 100 or more employees. Haxgethis law does not apply to the

% pierre Bosset, Michel Coutu, Muriel Garon andin€mis FournierAprés 25 ans : la Charte des droits et
libertés (Vol 1 — Bilan et recommandatignsCommission des droits de la personne et dedsdda la
jeunesse, 2003, p. 94.

10



Government departments and other central agendigiecs to theCivil Service Act
which remain subject to Section 92 of tkdarter of human rights and freedoms
However, in its current state, the aforementionectisn does not make it a binding
obligation upon government departments and agenciésrmally report on the actions
undertaken by them to implement an equal oppostwiiemployment program.

The Conseil has previously suggested to the Govemhrto make the entire public
service subject to Act 143. It appears that centa@chanisms of this Act raise difficulties
in this context. That is why the Conseil recommentsking changes in the relevant
sections of the legislation, aimed at correcting #ituations of persons belonging to
certain groups discriminated against in employm&he suggested amendments aim at
reinforcing accountability in accordance with theénpiple of transparency and results-
focused management, as stipulated inRtiblic Administration Act

In this spirit, the Conseil recommends making teguirement of performance reporting
compulsory, in order to increase effectivenessmms of results, which should lead the
authorities of the different departments and agentd require their personnel to focus
special attention on the issues of equal accessntployment. The new framework
recommended should have a positive impact in batshort term and the long term.

Furthermore, by adopting a new legislative framdwaoss presented in the
recommendations, the State will give more credipth its determination to implement a
policy to combat racism and other forms of discnation. It will be able to more easily
persuade its partners in the private sector andithlesociety to engage in this process.

The following section presents another experimanthe international context, namely
the case of EQUAL, which can be a source of insipmafor Québec. We also mention
other existing tools that can serve to combat nra@sad other forms of discrimination.

1.2 SOME EXPERIMENTS IN EUROPE: THE CASE OF EQUAL AND OTHER TOOLS
1.2.1 The importance of partnerships

EQUAL is a strategy adopted in 2000 by the EuropeanJtagpromote the creation and
sustaining of quality jobs for persons discrimimiaggainst in employment. Financed by
the European Social Fuffd this initiative permits “experimenting with neways and
means of combating discrimination and inequalititw/hich both employed persons and
persons seeking employment can be victfhsThe experiments are “transposable to

2 From 2000 to 2006 : 3,274 billion (G) euros (4G® can on August*12006; source : http://www.bank-
banque-canada.ca/fr/taux/-convertisseur.html)
2 http://ec.europa.eu/employment_social/equal/abwlex_fr.cfm

11



policies and programs related to the labour mafkeFEurthermore, the projects carried
out by EQUAL “were the first to introduce approaches desigmeguarantee, fogroups
from ethnic minorities and immigration, opportunities for employment, training,
information and suppoitlentical to those available to the citizens of thEU”?*> EQUAL

is built upon six components:

1) The thematic priorities, including the fight against racism and the soaad
occupational integration of refugee claimants, &bauhich development
partnerships can be formed,;

2) The Development Partnership (DP), which is theoperational component of
EQuAL; a DP acts on a theme and assembles key actdrsasuocal and regional
authorities, public employment services, NGOs, hesses and social partners;

- A DP can be geographical (city, rural zone, emiplent pool, region, etc.);
- It can be sector-based (economic sector, indastcause of discrimination);

3) Active participation (empowerment which involvesreinforcing the capacity for
action of all the actors concerned, including tkeedficiaries of the DP, by dealing
with them as equal associates;

4) Transnational cooperationfor the purpose ofssociatingdPs among themselves
and with national authorities to further mutualrfeag and productive cooperation;

5) Innovation in the combat against inequalities and discrimmaat work, resulting
from new approaches or from a DP that is itselbirative;

6) Dissemination and integration of thebest practicesin employment and social
inclusion policies in order to generate and vaéidsttucturing action®

EQUAL insists on the importance of developing new atlemnto respond to the needs of
the most disadvantaged groups. It notes that ientegears, there has been a debate on
the roles of themarket and thecivil society’’ in promoting social welfare, which no
longer rests solely on ti&tate, and which carries over into the membership obDRs.

24 Commission européennEQUAL, libre circulation des bonnes idées. Combattredissriminations et les
inégalités en Europd.uxembourg, Communautés européennes, 2005a, p. 7.

% http://ec.europa.eu/employment_social/equal/pdiidgfs/etgl-equality-labor-force_fr.cfm. Emphalsis
the Conseil.

% http://ec.europa.eu/employment_social/equal/abmiex_fr.cfm et Communautés européenr&syAL,
des nouvelles voies pour lutter contre les disarations et les inégalités dans le domaine de I'empl
Luxembourg, Office des publications officielles da&smmunautés européennes, 2000, 12 p.

It involves a: “Wide rangef non-governmental and non-profit organizatioreat timimate public life and
defend the interests and values of their membersttears, on the basis of considerations of an athic
cultural, political, scientific, religious or phitéhropic nature: community groups, NGOs, labouronsgj
organizations of native populations, charity orgations, groups with religious affiliations, prosemnal
associations and private foundations.”
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This debate on the roles of the actors has broapbtt the dissemination of concepts
such as the ‘social responsibility of business&srporate citizenship’ and ‘diversity
management’. These concepts make it possible telajenew parameters for dialogue
between the actors. Thus, theUuaL DPs “have developed and experimented effective
methods for setting up new partnerships associaimgloyers, unions, employment
services and groups of communities and combinirfigrént types of action withim
comprehensive approacli®®

More especially with respect to employment servideQUAL has developed new
models in order to support employers and job seeteebring these two groups closer
together. Guidance counsellors “were called uporbfing them together] and to recruit
job seekers and adjust their demands to the emoysupply®®. EQUAL has observed
that ‘it is in fact the quality of the service providedto the small and medium-sized
companies by the business mediatoather than the financial incentives whatever
they werethat incites or not small businesses to hire migrant$’Assisted employment
services have proved to be an effective metho@dbreving the occupational integration
of persons from ethnocultural minorities. One sowthod “consists of working in pairs
of instructors, one of them an immigrant. It apgetirat this practice improved the
confidence of clients [of the assisted employmentise] and sends employers a positive
signal by showing that immigrants can hold qualifeed demanding job positiorts”

1.2.2 Some tools
EQUAL hasdeveloped various toolsincluding:
1) A manual for managing diversity*?, which was tested with employers in four
countries. It illustrates ways to promote diversity organizations (talents,

competencies, image, innovation, international pes8ves, etc.) and describes
nine stages for introducing diversity

(http://web.worldbank.org/WBSITE/EXTERNAL/ACCUEILEKN/EXTTOPICSFRENCH/EXTCSOFRE
NCH/0,,contentMDK:20614159~menuPK:1615310~pageP85P3~piPK:220476~theSitePK:1153825,0
0.html).
Pnttp://ec.europa.eu/employment_social/equal/pdiidgfs/etgl-alliances-disadvantaged_fr.cfm.Emphasis
by the Conseil.

2 http://ec.europa.eu/employment_social/equal/pdtidgfs/etgl-alliances-disadvantaged_fr.cfm.

% |bid. Emphasized by the Conseil.

L Ipid.

%2 Transnational Partnership ITHACAiversity among Staff Members : Challenge and Addallie for
Management in Enterprises and Institutip®romoted by European Common Initiative EQUAL 2002
2004, 2004, 24 p.

%1) A commitment by top management, 2) situatioalgsis and goal setting, 3) communication, 4)
cooperation and diversity in the organization,rajning managers and employees, 6) mentoring, &sdjpyec
for the immigrants, 7) a career plan for the imraigs, 8) specific points of attention concerning
immigrants and non-immigrants, 9) assessing théementation of the process.
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2) A guide® designed for the DPs in the form of briefing FARMDat provide advice
and information to develop partnerships (reflectiearning and abilities, planning,
mainstreaminty, reports, etc.);

3) A DP monitoring and assessment planning manugproviding “techniques and
good practices at the different stages of managipwject within a partnershifs:

Once employers realize that the tools develope&dyAL make it possible to increase
the profitability of their business, they tend to adopt them. Here are some @jAt’'s
arguments in favour of hiring ethnocultural minestin businesses:

1) A clientele can increase in number once it reslithat the business understands its
specific needs, its language or its culture;

2) If a business wishes to expand and conquernatienal markets, its employees
must be capable of understanding the requirememtgven the languages, of
persons from different countriés.

Other positive outcomes for businesses have resfitien EQUAL’S actions:

- An improvedimage for businesses,

- Increasedompetitiveness especially when tendering for public contracts,
- Betterrelations with clients,

- Newclientelesfrom ethnocultural minorities.

In thes regard, we can mention other tools develdpe theCentre for Strategy &
Evaluation Services(CSES), which also studied the economic reasoppasting an
openness to diversity. In the United States, inadarand in Europe, “large businesses as
well as small and medium-sized ones have adopten/ative antidiscrimination policies
and practices for commercial reasons, in ordentoease their profits and consolidate
their competitive advantag&” They include these practices to demonstrateefesance

of economic arguments justifying their implemeraati

% Commission européennBuide EQUAL du partenariat de développement sogiedjuis de I'expérience
EQuAL, Luxembourg, Office des publications officielleesd Communautés européennes (Emplois et
affaires sociales), 2005b, 42 p.

% This is a specific case of a learning transferaials other similar organizations (horizontal) dearning
transfer and its institutional, political, regulatoor administrative integration (vertical). (htp:
ec.europa.eu/employment_social/equal/about/glodsaftycfm).

% EquaL, Boite & outils pour le développement des partetsridn manuel de planification, de suivi et
d'évaluation du partenariat destiné aux faciliteuds partenariats de développement et de partersriat
transnationaux BUAL, Version provisoire, 95 p.

37 http://ec.europa.eu/employment_social/equal/peiidgfs/etgl-equality-labor-force_fr.cfm

% Maryse Potvin, Département d’Education et formatipécialisées Université du Québec & Montréal,
with the collaboration of Annick Lenoir, Immigratioet métropoles and Ralph Rouzier, Conseil des
relations interculturellesA\rgumentaire sur la mesure des pratiqgues en matérkitte contre le racisme et
les discriminations dans les organisations publ&j@t privéesDocument submitted to the Conseil des
relations interculturelles, 2006, (working documept 9.
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The same arguments apply to diversity. In both s;ages requires a transformation of
the corporate culture, induced by different reasamanges in products, changes in
markets, etc. The approach used by the CSES wasfotd: cost and benefit indicators
and methods of measurement (Addendum ll), divemsiticomes (Addendum Ill) and
benefits for companies (Addendum V). “This modeives as a structure to examine the
cost and benefit indicators of diversity policieada thereby, as a framework for
classifying each of the indicators identifiet.”

Let us also mention the existence of tools develdpethe CDPDJ. It produced, in 2003,
a Guide d’élaboration d'un programme d'accés a I'dgalen empldP. This tool is
intended for organizations that are subject to Hwt respecting equal access to
employment in public bodieslt presents a process designed to facilitate the
implementation of EOEPs through differaneasures temporary adjustment measures,
equal opportunity measures, support measures, katisn and information measures.
Each of these measures is presented in the fomncbfrt containing thedicators that

will account for their implementation.

The CDPDJ also produced in 2003Gaiide pour I'analyse du systéme d’emfloit
presents key elements by employment sub-systesrnmstof personnel management: job
analysis, recruitment, selection, decision (hirjngromotion and other personnel
movements, integration within the organizationjniray, job performance assessment,
remuneration and other working conditions. The fioms of the organization are broken
down into specific actions accompanied by presiomst to make thenoperational. In
short, these various tools can complete each other.

The development and application of thiferential analysis of ethnocultural diversity,
the updating of thdegislative framework in force in Québeand the necessity for
mandating an agency to coordinate and monitor themplementation of the policy’s
components are all necessary elements, and so are itiséructive experiments
described above. This confirms the necessity foodel based on the taking into account
and management of ethnocultural diversity (MEDimich all actors of society must be
actively involved. This is what the Conseil wilhaxtate in Part Il, returning to the theme
of the FARD in employment, which is one dimensidntlee MED, and those of the
importance of developing partnerships, fosteringvacparticipation émpowerment
generating innovative practices and disseminatingd ategrating the best relevant
practices in those policies. A MED task force camtdbute to this, which is whthe
State must take into account the MED and the FARDn all of its structures.

¥ bid., p. 13.

0 Monik Audet, Guide d’élaboration d’'un programme d’accés a I'dgalen emplgi Commission des
droits de la personne et des droits de jeunes€8, 35 p. + annexes.

“1 Sylvie St-PierreGuide pour I'analyse du systéme d’empl@ommission des droits de la personne et des
droits de jeunesse, 2003, 46 p. + annexes.
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Table 1 Summary of practiceand experiments

A few interventions by the Swedish Government

Strategic mechanisms
Implementation of an integration policy in Swedé&ag7)

Operational mechanisms
- Application of the mainstreamingmethod to the ethnocultural dimension (1997)
- Adoption of a national action plan to combat sati xenophobia, homophobia and discrimination (200(
- Adoption of sector-based action plans and pdigi¢h a special focus on Swedes of foreign origin

Institutional mechanisms
- Designation of an organization to monitor, préen@and evaluate the policy, namely the Swe
Integration Board (1998)

Legislative mechanisms
- Enactment of a law concerning measures againstcetliscrimination in work environments (1999)
- Enactment of a law forbidding discriminationdrder to cover other sectors (2003)

dish

EQUAL

Thematic priorities
- The combat against racism and the socio-occupstiategration of refugee status claimants

Development partnershig®P)
- Acts on a theme and assembles key actors sudbicak and regional authorities, public employm
services, NGOs, businesses and social partners

Active participation
- Reinforcement of the capacity for action of &k tactors concerned, including the beneficiariethefDP,
actions, by associating them with it on an equalda

Transnational cooperation

ent

- Associating DPs together and with the nationathanities for the purpose of mutual learning and

productive cooperation

Innovation
- The combat against inequalities and discrimimatib work, which results from new approaches omfiam
innovative DP

Diffusion and integration
- The best practices in employment and social Biolupolicies in order to generate and validatecstiring
actions.
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PART II- THE MANAGEMENT OF ETHNOCULTURAL DIVERSITY (MED)

In this section, the Conseil suggests a definifmmthe MED that makes it possible to
interpret the FARD and respond to it in order ttveexisting problems. This definition
also highlights the preventive nature of the MEDe \8hall also indicate how to use
existing structures in order to manage the FARD.

2.1 THE MED AS A RESPONSE TO FIGHT AGAINST RACISM AND OTHER FOR MS OF
DISCRIMINATION

The MED is one element of the response for combatatism and other forms of
discrimination. In a research document about takingp account and managing
ethnocultural diversi¥?, the Conseil proposed a broad definition of thisaept, in two
parts or stages:

1) In general terms, ‘ethnocultural diversity’ aasponds to a social construct resulting
from social relations that develop frons@nse of belongingactual or projectedp
a group with which ethnocultural categories may identifyhether these be
minorities or themajority ;

2) We may define the ‘management’ thereof as thplamentation of a set of
principles that correspond toregulation of identity-based social relations or at
least a desire to regulate themust as the State attempts to do so with othezgyp
of social relations (e.g. by enacting a labour cib@e has the effect of regulating, in
part, the relations between employers and emplgyees

This definition is relevant for interpreting phenemna such as racism and other forms of
discrimination. We can infer from it that the Statest intervene, if only preventively, in
order that conflicted relations between minoritgups (e.g. immigrants, Native peoples,
visible minorities, Quebeckers of English-Canad@mgin) and the majority group
(Quebeckers of French-Canadian origin), or betwaiéfierent minority groups, do not
develop, for whatever reasdfiswe need not demonstrate that managing such (gsgs
preventing violent acts, increased complaints ariatoexclusion) also has a positive
impact on public finances.

Obviously, all individuals belonging to the majgreire not racists or are not negatively
prejudiced against anyone. It is equally obviouat thll individuals belonging to
ethnocultural minorities are not victims of racismd discrimination, any more than they
are the initiators thereof. But approaching theeenpmena asdividual problems
obscures the fact that systemic racism corresptmtisn unequal distribution of power

2 Ralph Rouzier et collaborateurayis sur la prise en compte et la gestion de laedivé Montréal,
Conseil des relations interculturelles, 2006 (wogkilocument).
43 An isolated act (a crime against a person) orxteneled act (war or terrorist acts).
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associated with institutional practices, policiesd aprocedures, and which sustains
behaviours, practices, systems of discriminatiod arequalities®®. In other words,
racism and other forms of discrimination are bugtwithin institutions and through
systems The Conseil considers that this is the probleat tleeds to be attacked. It is
aware however that all individuals have the resiiity to take part in eradicating
racism and other forms of discrimination. This cenms the majority fully as much as the
minorities. The latter can also display racist alstriminatory behaviour towards the
majority or other minorities.

It is certainly difficult tomeasurethe degree of racism and discrimination, one neaso
being that it may be a matter of perception. Howgelet us note that in a survey on
ethnic diversity in Canada done in 2002t was estimated th&0% of the population
aged 15 or older believed they hadtaong feeling of belonging to their ethnic group
This is why the Conseil’'s definition of the MED appropriate and that it is possible to
grasp its preventive character, especially wberceptions and complaintsconfirm that
the phenomena of racism and discrimination areddgeesent in Québec society.

2.2 SOME PERCEPTIONS

According to the study on ethnic diversity in Caamachentioned in the preceding
paragraph, while 78% of the population feeimfortable or in their place in Canada
independent of “their ethnicity, their culture, itheace, the colour of their skin, their
language, their accent or their religion”, 13% loé fpopulation said they ‘rarely’ felt so,
8% ‘sometimes’ and 2% ‘most of the time’ or ‘aletime’. Howeve24% of all visible
minorities in Canada said that they “felt themselves all ih@t most of the time or
sometimes uncomfortable or out of place becaudbedf ethnocultural characteristics”,
as compared to 8% for the non-visible minorffles

Also, while 86% of the population said they had experiencedny discrimination or
unjust treatment in Canada based on their ethnocultural charadtsjst0% of the
visible minorities said they had experienced it ‘'sometimes’ or ‘oftamd15% ‘rarely’.
The percentage was the same for first-generatisporelents, but increased4a% for
those of the second generation or more (tablegu \&/ith diversity on the increase, we
can state the hypothesis that this will go on iasieg because of the cumulative effect.
Remember that iQuébeg 30% of personsidentified with visible minorities said they

4 Conseil canadien pour les réfugid&pport sur le racisme systémique et la discrinamatans les
politiques canadiennes sur I'immigration et lesugigs. En préparation de la Conférence mondialereon
le racisme, la discrimination, la xénophobie etnttlérance qui y est assocjé000, p. 17.
(http://www.web.net/~ccr/arrapport.htm)
5 Jane Badets, Jennifer Chard and Andrea LevetB,240 cit About 42 500 persons aged 15 years and
%Ider in the 10 provinces were questioned by tadephNative populations were not included in thiglg.

Ibid, p. 18.
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had experiencediscrimination based on their ethnocultural characteristics,uiticlg
28% having French as their mother tongue and 419glis"”.

Table 2.1 Population that, in 2002, reported having expem®el discrimination or unjust treatment in
Canada during the past five years based on theioetiltural characteristics,
by generation and minority status

Total lati Frequency of discrimination

0 athpopu a(;on Sometimes or Rarely (%) Experienced no

(in thousands) Often (%) discrimination (%)
Total population 22 455 7 6 86
Non-visible 19 252 5 5 90
minorities
Visible minorities 3000 20 15 64
First generation 5272 13 10 77
Non-visible 2 674 5 6 89
minorities
Visible minorities 2516 21 14 65
Second generation 16 929 6 5 89
or more
Non-visible 16 349 5 5 920
minorities
Visible minorities 480 18 23 59

Source :From Badets, Chard and Levett (2003), p. 22.

The study revealed that it was work or while asking for a job that discrimination or
unjust treatments occurred the most often, asasisnated that on average (visible and
non-visible minorities), 56% of the persons whotedathey were victims of it
‘sometimes’ or ‘often’ had this perception. The @esat location was a store, a bank or a
restaurant (35%), the street was the third loca{B?0) and the fourth situation was
located in interactions with the police and thert®({12%). The visible minorities had a
higher than average rate of about 10% in the éase, 5% in the second case, 4% in the
third and 7% in the fourth ca8.

In this regard, the Federal Government recentlyoanoed that it will hire nine persons
to promote workplaces free of racism, adding tratoeding to a study carried out by
Statistics Canada in 2003, 1.4 million persons g@g were victims of racism at wofk.

“"Richard Y. Bourhis, Annie Montreuil and Denise KgR005,0p. cit.

“8 Jane Badets, Jennifer Chard and Andrea Levet8,2Q0 cit.

49 Presse canadienne, « Programme pour combataeiere en milieu de travail ka Presse29 aoit
2006, p. A11.

19



2.3 COMPLAINTS

In 2005, the Canadian Commission on Human RightSHR) received866 signed
complaints. Of that number, 50% concerned the motive relttedeficiency, 12% were
related to gender, 8% to ‘national or ethnic origh%o to race, 5% to religion and 2% to
‘colour’. One may hypothesize thaB% of the complaintsderived directly from racism
or from discrimination aimed at ethnocultural mities””. We note thathe majority of
the complaints were related to employment75% of all complaints. If we add the
allegations of job harassment, the rate increas84%°>*

Regarding the complaints received at the CDPDJnhgr@7 new cases opened in 2004-
2005 25% were related to the motives of ‘race, colourethnic or national origin’,
22.8% to handicap, 15.1% to age, 7.8% to gend2¥ 3o religion and 0.9% to language.
One may hypothesize th@09.1% of the complaintsderived directly from racism or
discrimination based on ethnocultural attribéte®Ve note that most of the complaints
were related todiscrimination and harassment at work: 57.1% of all complaints. We
also note that the motives for the complaints edolkethis case were, ‘race, colour or
ethnic or national origin (21%), religion (1.4 %)dalanguage (1.1 %§>

This data confirm that the manifestations of racamd discrimination are not negligible,
though their actual extent remains unknown. One wayderhow familiar the victims
are with the processes associated with complaintse@ltt racism and discrimination or
whether the procedures are complex or intimidatorgthem. Furthermore, persons do
not like to admit having suffered discriminationaimly so as not to be identified as
victims™*. However, it is important for them to know thaété are institutions where it is
possible for them to raise complaints and that tbhag trust these institutions. For
example, the Police Ethics Commissioner considésssential for individuals who feel
wronged by certain police actions, or by raciakdigination or racism, that they know
the existence of means of appeal or recourse tieepethics authority and that they not
fear to exercise then®™ It is important to ensure that this informatios widely
communicated. We can also add that various govarhdepartments and agencies have
a ‘complaints bureau’. Furthermore, if persons Vi they are victims of racism and
discrimination, can address a complaint to the CDRBey can also:

- Lodge a claim of their rights by joining with @hpersons experiencing a similar

situation,
- Appeal with the help of their union or some otheevant organization,

0 “National or ethnic origin, race, religion and coi”.

*1 Commission canadienne des droits de la persdRaeport annuel 20Q50ttawa, Ministre des Travaux
publics et des Services gouvernementaux, 2006, 50 p

>2“Race, colour, ethnic or national origin, religiand language”.

%3 Monique Rochon and Sylvain ArchambauRapport d’activités et de gestion 2004-2p08ontréal,
Commission des droits de la personne et des dleita jeunesse (dir. des communications), 200%p, 84

** Richard Y. Bourhis, Annie Montreuil and Denise KgR005,0p. cit

°> Commissaire a la déontologie policiéRapport annuel de gestion 2004-20QRiébec, Commissaire a la
déontologie policiere, 2005, p. 15.

20



- Bring the matter before a court of common jugsion >°

In short, there exist several proper authoritidsictvis why the Conseil recommends that
all government departments and agencies hire tfaffecers in each of their ‘complaints
offices’ so that they will be able to cross-refarerthe complaints concerning racism and
other forms of the discrimination and their seatbactivities. These persons could report
on the situation to the contact officer of theipdement or agency working with the
agency monitoring the FARD policy. This contacticgf could send a report to the
agency monitoring the FARD policy. This agency coaekamine the reports and could
request the contribution of the Institut de laistafue du Québec (ISQ) and the CDPDJ
to produce statistical analyses of racism and dibrens of discrimination, which could
provide a more accurate picture of the full ext#rthe targeted phenomena.

The Conseil suggests implementing concrete measorésat the victims of racism will
be duly recognized, heard and supported. For instahe Government should set up a
team tasked with helping and supporting the victohsacism. This team, which would
bring together trained people skilled in listenangd psychological support, could report
directly to the agency monitoring the GovernmeRARD policy. It could also provide
persons who believe themselves to be victims aémaavith a telephone line providing
listening and reference services.

This team should work closely with community orgaions working with persons from
ethnocultural minorities and with others who haeweloped an expertise in combating
discrimination (e.g. the Ligue des droits et liBsrtthe Centreof Research-Action On
Race Relations., the Anti-Racism Actions Week).sTpartnership would enable these
organizations to refer victims but would also makailable a valuable intercultural
expertise that would thus make it possible to mlevservices better adjusted to the
realities of certain persons.

To ensure the effectiveness of this team, it wélléssential to make its existence known
to all persons responsible for dealing with commgkain various government services, to
NGO partners and to CDPDJ personnel, so that peratio believe themselves to be
victims of racism can be promptly referred there.

This team should ground its credibility by countimg fairness and transparency, so that
the victims of racism can feel comfortable and tings even when their complaints
involve a public institution.

In addition to the support it would provide for thietims of racist acts, this team could
also play a part in resolving conflict-based sitwat perceived as being racist but which
can also sometimes simply be cases of intercultorsunderstanding or mistaken
perceptions. Without thereby giving it a mandate fiber complaints, such an

*% http://www.cdpdj.qc.ca/fr/droits-personne/discrimiion-harcelement.asp?noeud1=1&noeud2=3&cle=2
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intervention would have the effect of avoiding aertof these complaints subsequently
judged to be unfounded.

That being said, the data reported here allow stati@ that the problem is far from being
solely the case of a few individuals. In short,Hottte complaints brought before the
human rights commissions and the survey study dstraige that “it is difficult for the
governments in place and citizens in generalgimore the problems of racism, in
Québec as well as in Canada”, whereas “discrinbnatemains a sizeable problem,
mainly for the visible minorities in Québec and elswhere in Canada®’.

This is why the Conseil recommends a MED task fe@¢hat the State, the civil society
and the market will each take on the responsibibtythe MED and the FARD in their
respective spheres, but also in partnership with esher, which the Conseil proposes in
its model for taking into account and managing etuttural diversity (MED):

1) The State because it legislates in different domains, fastance to facilitate the
socioeconomic integration of disadvantaged so@stgories or to reinforce social
cohesion in the general interest;

2) TheCivil Society, because various non-governmental organizatioms Aanission
to represent the interests of one or several grougscial categories (e.g. refugees
and visible minorities);

3) The Market because, as an institution where producers anducoers meet,
private businesses manage diversity every day, morkess intensely, in their
respective organizations.

The Conseil believes it is necessary to developudb®c model to combat racism and
other forms of discrimination experienced by thienetultural minorities, mainly in the
area of employment. This approach could be widdnedther sectors (e.g. education,
justice, etc.) and to other social categories suifefrom discrimination. It would thus
embody avery broad-based management of diversity, somewhat similar to tine o
pursued in the &AL experience, which would be connected to an orgdiniz tasked
with a mandate to monitor the policy to combatsacand other forms of discrimination.

Starting with employment would make it possibleréach all the economisectors
throughoutQuébec’sterritory , for all these sectors contain manpower. Furthegmas
the victims of racism can also be discriminatedirsggabecause of a handicap or their
sexual orientation, this approach could be a pfaceexperimentation that could prove
beneficial forall persons suffering from discrimination for the same reasons, whether
they belong to minorities or to the majority.

*"Richard Y. Bourhis, Annie Montreuil and Denise KgP005,0p. cit, p. 10. Emphasized by the Conseil.
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2.4 A BUILDING PROJECT FOR THE MED: USING EXISTING STRUCTURES

Le Consell illustrates directions for solutions ttlmust play a part in working out a
public policy, defined as andrganized system for collective actiomimed at modifying
the behaviour of actors, individual activities and orgnizations within a prescriptive
context established byduly mandated organizing authority’®. A building project for
the MED would meet this conceras a central elemenibf a public policyto combat
racism and other forms of discrimination.

State
(minorities:
3.5% of public
service personnel)

Civil Society
(Are the victims
contacted by
community
organizations?)

An MED ‘building project’
for the FARD

Market
(A very high rate
of unemploymer
for certain socia
categories)

Figure 2.1 The actors of the MED and the FARD

The figure above (2.1) suggests that all threeractbe State, the Civil Society and the
Market, incorporate the MED into their everydayqgtiees (horizontamainstreamingin
order to combat racism and other forms of discration, and develop partnerships so
that this MED will work through the organizationge(tical mainstreaminy in order to
reduce certain gap’s The question this raises i$iow? One part of the answer lies in the
existing structures.

%8 http://www.planetecologie.org/JOBOURG/Francaididitnaire3.html#P. Emphasized by the Conseil.

% For example, in March 2005, the ethnocultural mities made up 3.5% of public service personnel:
immigrants and visible minorities 2.5 %, Anglopher®7% and Native Peoples 0.3% (source : Secrétaria
du Conseil du trésot, ’effectif de la fonction publiqgue du Québec, 2@I®4. Analyse comparative des
cing derniéres annéeBirection des communications du Secrétariat dns€i du trésor, 2005, 148 p.). To
illustrate, let us note that immigrants and theblésminorities made up 13% of the active populatio
Queébec in 2003, Anglophones 8% and the Native psalf, for a total of 22 % (Secrétariat du Cordheil
trésor, Moderniser I'Etat. Pour des services de qualité agitoyens Québec, Direction des
communications du Conseil du trésor, 2004, 101 p.).

23



The Act respecting theninistere du Développement économique et régiohaleela
Recherch® established the CRE (Conférences régionales desRegional conferences
of elected MNAS) in 2004. These replaced the regiatevelopment councils (CRD),
which had existed since the 1960s, as the Govertsnaartners of choice on matters of
regional development. There is one CRE per regignept in Montérégie and in Nord-
du-Québec, which have three CRE each. There therafow exist 21 CRE The
Government could mandate these organization® combat racism and other forms of
discrimination by setting up an MED developmentgct

In fact, the Conseil considers that the CRE ardaaepwhere the relevant actors could
coordinate their efforts to combat racism and other forms of discrimination
employment Furthermore, asmployment is a major concern for theCRE because
economic development in each region is a priotitig could have the effect that a public
policy against racism and other forms of discrinimawould be directly assimilated into
the existing structures However, it will also benecessary to mobilize the actorat the
various local, supralocal, regional and supraregidevels, and more comprehensively
all the actors of the State, the civil society dhed market. This is what the following
figure illustrates (2.2). This mobilization mustadate the development glartnerships,
facilitate active participation (empowerment generaténnovative practicesand then
disseminate and integratebetter MED and FARD practices that can be compaiital
those of other provinces, those of the Federal Gwrnent or of other governments.

State level: MICC or ministére
du Conseil exécutif

Agency coordinating and monitoring the policy to
combat racism and other forms of discrimination

Supraregional
level: TQR

Regional level:
Regional
Conferences ¢
MNAs (CRE)

Supralocal level: MRC, Metropolitan
\ communities (Montréal and Québec),

the Kativik regional administration

Local level local municipalities,

arrondissements, agglomerations

Figure 2.2A shared vision of the MED and the FARD

%t is now the ministére du Développement économiigie I'Innovation et de I'Exportation.
®L voir : http://www.mamr.gouv.qgc.ca/regions/regi_tasp.
®2 The full lines indicate a direct relation and theshed lines indicate an indirect oraahhocrelation.
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Figure 2.2 also shows that an agency tasked witirdamating and monitoring the
implementation of a FARD policy would have a ceht@ordinating role to play so that
all the actors would be able to unify their effar¢ated to the MED and FARD policy. It
would report to the Minister of Immigration and @uwhl Communities or the Prime
Minister. If the civil society and the market aret rspecifically identified, it is because
they are present at all levels. The organizationld/bave a special relationship with the
CRE because they acentres for coordination and planning®. The CRE should adopt
mechanisms of mutual consultation, especially witfganizations representing the
interests of ethnocultural minorities, while enagrthat all the actors will be represented
at this level. This could form part of an agreemeetween a CRE and the MICC. It
would be important however to ensure the inclusibthe MED and FARD elements, not
only in the preparation and implementation of tHeEX five-year plan, but also in the
local action plans,which must take into account the five-year gan.

If the agency mandated to coordinate and monitdfARD policy had a special
relationship with the CRE, it could concurrentlyervene at the local or supralocal levels
by taking part in projects with the local developmeentres (LDC) or with local
employment centres (CLE). It could also work wghcial movements(community
organizations, women’s or union organizationsgmployers’ associationge.g. Conseil
du patronat du Québec) by taking part in sharddtiies in order to combat racism and
other forms of discrimination. It could also paigiEte in various projects with
government departments and agencies, but alsceirdhtext of initiatives such as the
Anti-Racism Actions Week, which could be an intéres platform capable of sustaining
various joint initiatives.

At the supraregional level, it is important to mention that the Quélsdagions Table
(TQR) could be a place fonter-regional coordination because “it is made up of the
presidents of the [CRE], the Minister of Municipsffairs and Regions and the Minister
responsible for the Capitale Nationale [whereasoitld also be] a place for discussing
other mandates that the Minister could entrust te €RE®°. The idea that the
coordination of a development project to managenaathltural diversity and combat
racism could be carried out at this level is intérgy because this could enable the
Government to monitor ‘on the ground’ the poliaieguts forward.

That is why the Conseil suggests that tkénister of Immigration and Cultural
Communities be invited to take part in the workto$ table whenever matters related to
MED or FARD are discussed. It would therefore beeassary that both departments, the
MICC and the MAMR, work in close partnership on all matters concerning the

%3 Voir : http://www.crecn.qc.ca, http://www.credefpreuil.org, http://www.credemontreal.qc.ca
% voir : http://www.mamr.gouv.qgc.ca/regions/regi_tasp.
% http://www.mamr.gouv.qc.ca/regions/regi_taqr.asp.
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FARD, which would make it possible to develop metbas that would enablell
departments to work together on related issues. For exampte,employment is
involved, the ministére de 'Emploi et de la Solitiasociale (MESS) or the ministére du
Développement économique, de I'lnnovation et dep@tation (MDEIE) could also
work in partnership with the MICC and the MAMR. d&ither words, at the level of the
TQR, such procedures could be developed conceMBD and FARD-related matters.
These procedures could draw their inspiration fexperiences or practices at the other
levels, as suggested in Figure 2.2, or from thasrirng from the market and the civil
society. One of the tasks of the organization resjibe would be to take inventory of
these experiences and practices, so that therbecarore consistency between them and
in order to disseminate the best practices.

It is important to note that with respectdocountability, the CRE must submit to the
Minister of the MAMR an annual activities reportdaa duly verified financial statement.
This report is officially filed by the Minister ghe Assemblée national@.lt will be
important to ensure that the efforts expended enMED and the FARD be clearly
reported therein and that itesults be measuredn terms of their impact on the labour
market, including entrepreneurship and independeotk, as this theme has been
designated as a priority. This report would als@liemitted to the agency responsible for
the policy, which could, if need be, make recomnagioss to the CRE and to other
actors with whom the CRE interact in order to supfitem in solving various problems.
It would also be submitted to the Minister of Immaition and Cultural Communities so
that she can better assess the actions carrieditbutespect to the MED and the FARD
and thereby follow the work done by the agencyaasible.

The labour market is not the only sector whers itecessary to intervene with respect to
the MED and the FARD, but it makes it possible atlyrall the actors, including the
departments and agencies, because all organizahoas personnel. Indirectly, for
instance, connections would be made with the semft&ducation or with Health and
Social Services. When all the employees of an drgéon are sensitized about the
relevant MED and FARD issues, one can believewiildhave animpact on practices

As for partnerships, we can also mention the taskigon racial profiling, set up since

2003 under the presidency of the ministere de u®é publique and the MICC, where

government departments and agencies are represdotggther with some relevant

community organizations. This task group could iower its activities by doing research

on situations involving racial profiling (to documteand quantify the phenomenon), by
doing effective consultation and by taking accotimt views of its own members,

especially those of the CDPDJ for its role in mattf complaint management, as well as
those of the community organizations. It could afdmengthen its accountability by

producing performance reports on its results.

% http://www.mamr.gouv.qc.ca/regions/regi_conf.asp.
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In short, it is necessary to initiate a developnpnject on MED in order to mobilize and
rally the actors around a shared vision of the MERQuébec and to undertake and assess
the structuring FARD projects. Employment is a key sector because it is possle
connect with themarket (private businesses and consumers),cilig society (e.g. the
NPOs that are employers) and tBeéate (as employer). A ‘regulation from below’
combined with a ‘regulation from above’, throughagyency mandated to implement and
monitor a FARD policy, with the CREs and the TQRiihg a central coordination role.
This approach also requires the participation oflectve actors such as social
movements or employers’ associations, who repregentivil society and the market.
These various instances where coordinated effartisamplete each otherthe principle

of subsidiarity’ needs to be accepted and applied.

Lastly, to finance FARD initiatives, the amountsultb come in part from the
Metropolitan Development Fund, as the latter suggpepcial, economic and cultural
development in this territo§; It could also come from the regional developnfents
provided by the CRE, which may be allocated tofit@ncing of specific agreements and
of any other activities of the CRE The Fonds conjoncturel de développement could als
contribute, for it is designed to undertake prgeict response to special or cyclical
situation€’. The funds allocated to the CLDs or to the commyueionomic development
corporations (CDEC), whether these be the Locatdtment Fund (FLI) or the Fonds de
développement des entreprises d’économie sociddEERS), could also be interesting
levers, in part to support the development of besses by members of ethnocultural
minorities. The Programme d’appui aux relationsiquies et interculturelles (PARCI)
could also be used because, in the context of magation agreements between the
MICC and various CREs or municipalities, “the latteay receive a specific budgetary
allocation enabling them to finance projects sutediby organizationg®.

®" To resolve at a higher level of authority whatmairbe resolved at a lower level of authority.
%8 http://www.mamr.gouv.qc.ca/metropole/metr_deveniasp.

% http://www.mamr.gouv.qc.ca/metropole/metr_dever.édp.

0 http://www.mamr.gouv.qc.ca/regions/regi_prog_ casy.

" http://www.micc.gouv.qc.ca/civiques/fr/207_2.asp.
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PART III- THE RECOMMENDATIONS

- Given that immigration is called upon to respémdnanpower shortages;
- Given that immigration is called upon to respomghroblems of demographic decline;

- Given that racism and other forms of discrimioatiare likely to intensify when
phenomena such as international competition exeesspre on States and their
manpower, which can lead to job losses;

- Given that risk management can prove to be moraptex and costly because of
phenomena such as racism and other forms of dis@iion;

- Given that the management of ethnocultural ditsef@MED) can meet the needs of
private or public organizations in terms of manpgwervice offers and innovation;

- Given that the management of ethnocultural ditseian constitute a response for the
fight against racism and other forms of discrimimatFARD);

The Conseil recommends:

3.1- TO THE STATE THAT IT MANDATE AN AGENCY TO COORDINATE AND MONITOR THE
IMPLEMENTATION OF THE ELEMENTS OF THE POLICY TO FIGHT AGAINST RACISM
AND OTHER FORMS OF DISCRIMINATION

This organization would work in close collaboratisith the Government departments
and agencies and with the CRE regarding the loeskl$ of authority and the
organizations of the private sector and the cvlisty.

3.2- THAT THE STATE, AS LEGISLATOR AND EMPLOYER, REINFORCE PERFORMANCE
REPORTING WITH RESPECT TO ITS CURRENT LEGISLATIVE FRAMEWORK WHICH
MANDATES EQUAL OPPORTUNITY ACCESS FOR PERSONS BELONGING TO CERTAIN
GROUPS WHO HAVE BEEN DISCRIMINATED AGAINST IN EMPLOYMENT.

- To the President of the Conseil du trésor

3.2.1 To amendection 53.10of the Civil Service Actso that Government departments
and agencies be required to include in their annefabrts, beyond the already
mandated reporting of results related to equal dppidy employment program
(EOEP) goals and to hiring objectives, a perforneaaxcount of the measures and
actions undertaken (funds expended) to implemeBQEBP;

3.2.2 To amendection 29of the Public Administration Acto render compulsory the
discussion, before the Commission de I'Administnatipublique, the results

29



achieved in relation to an EOEP and a performanceumt of the measures and
actions undertaken (funds expended) to implemeBQ@IEP;

3.2.3 To amendSection 9 of the Public Administration Actso that Government
departments and agencies be required to includtheir strategic plans the
management of ethnocultural diversity as a requistmponent, with specified
actions to be undertaken to meet this requirement;

- To the Justice Minister

3.2.4 To amendection 92of theQuébec Charter of Human Rights and Freed@ms
that all the EOEPs of Government departments ardags be made subject to
the powers of the CDPDJ stated in Sections 89 anaof $he Charter, namely the
power of oversight that authorizes it to requineorts and to make inquiries, and
the power to apply to the courts. This oversighie rill complement the
responsibilities of the Conseil du trésor regardimg organization, management
and development of human resources, the allocatigrositions and the current
measures ensuring equal opportunity of employment.

In the following recommendations, it must be assumed that adhganization
coordinating and monitoring a FARD policyay participate in one form or anotheat
each of the stages or in each of theitiatives proposed

3.3- PRODUCING A PICTURE OF ETHNOCULTURAL DIVERSITY, RACISM AND OTHER
FORMS OF DISCRIMINATION

Before engaging in joint actions and partnership®lving the MED and the FARD, the
Conseil believes it is necessary to produce a deated state of the situation. The first
order of business must obviously be to determimaesstrategic locations where such
joint consultations and partnerships can best dgvdlhis is why:

3.3.1 The Conseil recommends that the CRE be mesidatplay a coordinating role at
the regional level concerning MED and FARD, esgbcia order to sensitize all
the actors (local, supralocal, private businesstes) in their respective territories;

3.3.2 The Conseil recommends that the TQR alsovmn @ coordination authority so
that the CRE report to it with respect to their MBBd FARD-related activities.
As they must submit an annual report to the MAMi®, MICC could be notified
about issues involving the MED and the FARD. OtGewernment departments
could be invited to take part in the discussionthefTable in order to assess their
contributions with respect to the MED and the FARDvarious sectors and
territories: MDEIE, MESS, ministére de I'Educatiodu Loisir et du Sport
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3.3.3

3.3.4

3.3.5

(MELS), ministére de la Santé et des Services srdi®ISSS), etc., all of which
interventions could be included in the annual repobmitted to the MAMR,;

The Conseil recommends that the MICC sigeaygents with the CRE whereby
they will produce, with their own partners (Stategrket, civil society), ortrait

of ethnocultural diversity in their territories. In this regard, they will ladle to
call upon the data available from the MICC, the NB:-$he ISQ or Statistics
Canada, and could even examine the socioeconomiditpy@f this diversity or
compute projections about its composition basedvailable data.

However, this is not just a matter of counting uidiials, but also of trying to
measure for example througlsurvey studies their level of integration in the

labour market and in terms of their civic participp or membership in
associations. The CRE could avail themselves ofettpertise of the MICC, the
MESS, the ISQ and Statistics Canada, but also wéatbnal institutions in their
territories to support them in carrying out suchdgs, or of local employment
centres (questionnaire construction, data collacimerpretation of results, etc.);

The Conseil recommends that the CRE produdth, their partners (State,
market, civil society), alocumented portrait of racism and other forms of
discrimination in their territories. It is not just a matter ofeasuring whether
individuals consider themselves to be victims, dgb of measuring the degree of
openness or closednessf the majority towards minorities, whether these
present or notin the CRES’ territories. The CREs could call uploa expertise of
the Conseil des relations interculturelles, the BJGhe ISQ, Statistics Canada,
but also of educational institutions in their temes to support them in carrying
out such studies (questionnaire construction, daféection, interpretation of
results, etc.);

To complete this picture, the Conseil recomuse that all Government
departments and agencies have trained personsiimdbmplaints departments’,
capable of cross-referencing the complaints inviguiacism and other forms of
discrimination with their sectors of activity. Theyould report on the situation to
the contact person in the agency coordinating aoditoring the implementation
of the FARD policy of their government departmemtagency. This contact
person would then submit the report to the momwpagency. The latter should
examine the reports and could call upon the ISQ thedCDPDJ to produce
statistical descriptions of racism and other foohdiscrimination.

Once these descriptions have been completed anohgaded, it will be possible
for the CREs to start taking into account ethnagalt diversity in employment
and managing it in their territories as a part@itcibution to the FARD.

31



3.3.6 To support this initiative, the Conseil recoemnds that the Government set up,
within the agency coordinating and monitoring thev&nment's FARD policy, a
team that would provide help and support to theimg of racism through
consulting and reference services, in person artédlbghone;

3.3.7 The Conseil also recommends that this team renmagomtact with community-
based partners, public institutions and researclupgy on racism and that the
complaints it deals with be added to the evolviiguyse of racism in Québec;

3.3.8 In order to finance part of these variousatives, the Conseil recommends using
the Fonds de développement de la métropole, theragdevelopment funds
provided by the CRE, the Fonds conjoncturel de ld@gement, the funds
allocated to the local development centres (CLD)oothe CDEC, whether they
are FLI or FDEES, and the PARCI.

3.4- DESIGNING ACTION PLANS BASED ON REGIONAL AND LOCAL REALITIES

Recognizing prejudice and discrimination first regs documenting a picture of it and
having all the actors involved and ready to recogrihe problems. Once the results of
the studies and surveys have been reported on:

3.4.1 The Conseil recommends integrating the elésmdithe MED and the FARD into
thefive-year plan of the CRE, in collaboration with their partne®tdte, market,
civil society), and also including these elementshielocal action plans,which
must take the five-year regional plan into account.

3.4.2 The Conseil recommends that each CRE devalith, its partnersa specific
action plan for taking into account and managing ethnocultdraérsity and the
FARD in the sphere of employment This plan could be integrated into their
five-year plan. Let us recall that the local actorgst also take into account this
plan, in which they will have participated.

3.5- DEVELOPING TOOLS

After having documented the extent of the probleand worked out action plans to
resolve them, tools will be needed to implementatigons. Some do exist, but it will be
important to draw up an inventory of them. For tl@ason:

3.5.1 The Conseil recommends that the CRE, with fretners, draw up an inventory
of the existing practices related to MED and FARIheir territories and assess
them. It is a matter of selecting the best prasticeorder to disseminate them
throughout the entire Québec territory, for whidte tagency monitoring the
policy would be responsible.
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Special attention must be focused on sensitizatm@heducation, in workplaces as
well as in training centres. In this regard, theEORust call upon their partners in
education so that they will share with them thet gactices and methods of
education against racism and other forms of disoation. The CRE will call
upon the MELS or count on the expertise of orgaimna such as the CDPDJ.
This sensitization will therefore take place bothwork environments, in
teaching and vocational training institutions as well as inany other places
deemed relevanie.g. the community organizations).

The Government should pursue and intensify its supijor initiatives aimed at
increasing intercultural contacts in order to inygréhe mutual familiarity among
the different ethnocultural communities and comlzaits of racism and
discrimination associated with misunderstandings$iatolerance. In this context,
it would be appropriate to consolidate the acegtof theAnti-Racism Actions
Week at the local, regional, national and internatideakls;

3.5.2 The Conseil recommends that the CRE widedgathinate the initiatives noted
above, through the local media, but also througjamizations such as the CLD
and the CDEC, which disseminate the results of thetivities through bulletins
or on their Internet sites. The goal is to sensitie whole population;

3.5.3 The Conseil recommends to @enseil du trésorthat it require the Government
departments and agencies to integtheedifferential analysis of ethnocultural
diversity in their operations management in order to asgessmpact of their
actions (programs, projects, policies, speeches#mats) on certain groups. This
will involve in part applying differential analyseccording to membership in an
ethnocultural minority (ethnoculturamainstreaminly The purpose of this
procedure is to ensure that there are no systearitels in certain programs or
actions of organizations;

3.5.4 The preceding recommendation applies to tRE @hat will be able to promote
this approach with the local authorities, the prvarganizations and those of the
civil society. The following tools can also be used

a) Study and dissemination of tBaiide d’élaboration d’'un programme d’acces
a I'égalité en empldf, produced by the CDPDJ in 2003;

b) Study and dissemination of tiBuide pour I'analyse du systéme d’emploi
produced by the CDPDJ in 2003;

c) Study and dissemination of tools such as these by EUAL and the Centre
for Strategy & Evaluation Services;

2 Monik Audet, 2003pp. cit
3 Sylvie St-Pierre, 2003p. cit
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3.5.5

3.5.6

3.5.7

The Conseil recommends that tbentre québécois du leadershibe called
upon, in its mission of developing the competenciepublic service managers,
so that training programs about taking into accamd managing ethnocultural
diversity and the FARD can be provided for managéhe Conseil recommends
that these training programs be also provided bpEN

The Conseil recommends to the Fédérationépodébe des municipalités (FQM)
that it invite its 915 members to join the Canad@malition of Municipalities
Against Racism and Discrimination, just as the Wnies municipalités du
Québec (UMQ) has done with its 250 members; theaghpf such an initiative
can result in sensitizing populations to racism ath@r forms of discrimination;

Regarding tools and sensitization, the Conseommends that Human Resources
departments, in th&raining expenditures of 1% of their salary mass,offer
training programs related to the MED and the FABDen the importance of the
issue of diversity and the effects that such kndgéeand trained abilities can
have on the hiring and integration of various etutiral minorities.
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CONCLUSION

An integrated vision of the fight against racisnd arther forms of discrimination in our
institutions and social systems will enable usdlves the problems resulting from these
phenomena. If racism and other forms of discrim@matare social constructs, their
eradication must also follow such processes. T@rsevthe situation, the State must
intervene by opening up a MED development projestied at the FARD, working
through existing structures, and establishing ardioating body to ensure the
implementation of a FARD policy.

A MED development project, working through the dréint development levels (local,
supralocal, etc.) and the establishing of an omgiun to coordinate and monitor the
implementation of a FARD policy, are both necessdirywill be useful however to
examine in depth certain foreign experiments ireotd determine thieest practicesand
note anymistakes to avoid

It will also be necessary to examine what is bailoge in Québec and elsewhere in
Canada in the same spirit, in order to achieveaswmble partnerships in which
interventions will produce structuring results. §kill produce repercussions through:

1) Dissemination andintegration of the best practices in employment and social
inclusion policies;

2) Active participation (empowerment which aims at reinforcing the capacity for
action of all the actors concerned, including foe tvictims of racism and other
forms of discrimination;

3) Innovation in the fight against inequality and discriminatiorthe workplace;

4) Reinforcement ofperformance reporting.

While the institutional or systemic manifestatioof racism must be denounced and
fought by comprehensive and joint interventions, mvast also consider the dramatic
consequences of these situations at an individulhaman level. For the persons who
are the victims, the repercussions of racist aetsraleed very real and can prove serious.

Persons who become victims of racism can then dpwehegative perception of Québec
society, experience periods of withdrawal and tsmta adopt distrustful behaviour, react
with aggressiveness and self-exclusion, in shorthgough some very difficult times.
These reactions, whether transitory or durabld, léi’e negative consequences on their
self-esteem, on their relations with others andhecase of those most recently arrived,
on their integration in Québec society. It is thesibess of both public and private
organizations and the whole society, includingdtienocultural minorities themselves, to
act in such a way that the values of Québec sqcsetyat the heart of the Charter, be
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respected. The Conseil wishes, as all the otharsaaoncerned by this consultative
report, to make a positive contribution to the abaconomic and political inclusion of
each and all of the persons belonging to this $pcie
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PK:220476~theSitePK:1153825,00.html
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ADDENDUM 1

THE ORGANIZATION TASKED WITH COORDINATING AND MONITORING A POLICY
TO FIGHT AGAINST RACISM AND OTHER FORMS OF DISCRIMINATION

This organization should be provided with resoursgfficient to carry out its mandate.
Its personnel should display a versatility of knesdde and competencies in fields as
diverse as knowledge on racism, processing crdmdai®d statistical data, promoting
policies through communications, program evaluationassess results and present
recommendations, the legal domain to ensure congdiawith laws, relations with
victims to inform them about the different possilbéEourses they have, and relations
with the judicial system.

- The main activities of the monitoring agency
This organization would have the following duties:

- To promote a differential approach to ethnocualtaiiversity;

- To carry out the compiling, processing, examinarmgl assessment of the various
items of information and reports on the issues Ivaea in the fight against racism
and other forms of discrimination and taking intoc@unt the ethnocultural
diversity within organizations;

- To sensitize public and private organisationsulioese issues;

- To produce annual reports with an integratedonisiovering all spheres of activity,
including the recommendations;

- To support the different levels of authority ireir endeavours (offering tools, as we
have seen in Part Il, putting different organizasion touch with certain training
experts, etc.);

- To produce five-year progress reports on theesthtadvancement of elements of
the policy.

- Its ties with government departments and agencies

The employees of the organization so describeddcbalve a corresponding contact
person (with related duties) in each governmentadepent and agency, in the same
manner that there exist contact persons answeonghé status of women in different
government departments and agencies.

The mandate of these contact persons, who woulth eegort to their respective
authorities (a deputy minister or some other taethe case may be), would be:
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- To promote the differential analysis approacletttnocultural diversity within their
respective organizations;

- To collaborate with their legal affairs departrteean matters involving complaints
related to racism or other forms of discrimination;

- To monitor all actions (policies, plans and othesasures) involved in managing
ethnocultural diversity;

- To attend meetings organized by the monitoringnay;

- To produce an annual report to the monitoringnageconcerning the state of
advancement of the policy’s goals within their exdfve government departments
and agencies.

- Its ties with the Regional Conferences of MNAs (CRE

The CRE will include the following duties withiner respective mandates:

- To promote the differential analysis approaclettanocultural diversity among the
different levels and agencies of local governmami among the organizations of
the private sector and the civil society;

- To promote the management of ethnocultural dityers

- To monitor actions aimed at combating discrimmagnd racism in their regions;

- To prepare a plan to combat racism and other gooidiscrimination in their
regions, when deemed necessary;

- To produce an annual report to the monitoringnageconcerning the state of
advancement of the policy’s goals within their espve regions.
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ADDENDUM Il Cost and benefit indicators and methods of measurement

Indicators | Methods of measurement
Top - Management Time Spent on Diversity issues (as a proportion of total time)
management - Communication (e.g. Number of mentions in formal speeches)
commitment - Inclusion of Diversity Outcome target in Performance Contract (Yes/No)
- Nature of Diversity target in Performance Contract (assessment of different types of measure- representation, changes in attitudes or
benefits)
- Membership of new diversity management structures (e.g. number of senior managers on Diversity Councils, or equivalent)
Diversity - Presence of Diversity Strategy (Yes/No)
strategy and - ‘Quality’ of Diversity Strategy — does the strategy meet best practice standards for coverage and content? Integration into overall
plan corporate strategy

Organisational
policies

Employment
benefits

Managerial
incentives

Organisational
structures

Diversity
reporting
process
Communication
(verbal and
written)

Support
networks

Education and
training

Productivity
losses

- Presence of Annual Diversity Action Plan (Yes/No)
- Quality of action plan — extent of integration into overall corporate or business annual action plan

- Has Recruitment Policy been amended to take account of Diversity strategy? (Yes/No)
- Has Staff Development Policy been amended to take account of Diversity strategy? (Yes/No)
- Have Policies governing staff behaviour been amended to take account of Diversity strategy? (Yes/No)

- Presence of diversity related employment benefits (e.g. same sex partner bengfits, retirement age and pension changes, new medical
care, holiday arrangements, child care facilities, job sharing, flexible working, telecommuting, access facilities etc) (Yes/No)

- Costs of diversity-related employment benefits (set-up costs and on-going running costs)

- Utilisation of diversity related employment benefits (e.g. proportion of women employees using childcare facilities, recent

immigrants attending language training)

- Presence of managerial incentives as part of performance contract (senior management and middle management) (Yes/No)

- Presence of measurement processes to assess management performance on diversity related issues (e.g. “upward feedback”)
- Nature of incentives and processes — assessment of the nature and appropriateness

- Cost of diversity related managerial incentives

- Have diversity management structures been established? (e.g. Diversity Council) (Yes/No)

- Membership of diversity management structures? — extent of involvement of senior managers

- Have diversity oversight units (e.g. a Diversity Team) been established to provide support and monitor progress? (Yes/No)
- Role and importance of oversight units — extent of independence, resources, reporting relationships, activities

- Cost of specialised diversity staff

- Has a system been established to monitor diversity performance (achievements to date versus plan) (Yes/No)
- Effectiveness of process (timeliness, penetration)
- Cost of diversity operating process

- Number of positive and negative mentions (or “column inches”)in articles in external media (TV, general press, specialist press) of
diversity-related issues (absolute and changes over time)

- Assessment of relevance and quality of mentions — review of journals, TV slots

- Number of mentions (or “column inches”) in articles in internal media (e.g. company newsletter) of diversity-related issues (absolute
and changes over time)

- Number of mentions (or “column inches”) in communications with shareholders and investors of diversity-related issues (absolute and
changes over time)

- Number of mentions (or minutes) in key speeches of diversity related issues (absolute and changes over time)

Cost of communication activities

- Presence of diversity support networks (e.g. “Women in Management”, or members of a gay and lesbian employee group) (Yes/No)
- Membership of diversity support networks (number of members as a proportion of total eligible group)

- Activity of diversity support networks (e.g. number of meetings per year)

- Cost of support networks

- Cost of diversity training for existing employees and new employees

- Participation in diversity training — existing employees (absolute numbers, proportion of specific groups such as middle managers)

- Participation in diversity training — new employees (absolute numbers, proportion of specific groups such as middle managers)

- Perceived value of diversity training amongst existing and new employees (extent of agreement with opinion questions in posttraining
assessment form)

- Impact of training on future development (link between attendance on training/development courses and retention or development of
target groups)

- Productivity per employee compared with previous periods

- Productivity per new employee (compared to average)

Reference: Centre for Diversity and Business, in Potvin and al.
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ADDENDUM Il Diversity outcomes

Indicators

Methods of measurement

Workforce demographics

- Number of people from target groups (e.g. age, gender, ethnic groups, disabled, gay/lesbian, different
religious groups) in workforce as a whole

- Number of people from target groups in workforce compared to external benchmarks - compared to
community in travel to work area or compared to other companies (e.g. through a benchmarking service)

- Number of people from target groups in specific parts of the workforce (e.g. in management or in specific
functions)

- Pay levels of people from target groups compared to pay levels of other equivalent graded employees

- Changes in the number of people from target groups — year-by-year comparison

- Number of people recruited into the organisation from target groups

- Number of people promoted within the organisation from target groups

- Number of people leaving the organisation from target groups

Employment culture/
working environment

- Number of formal internal complaints which are diversity related

- Number of formal external complaints which are diversity related

- Number of litigation cases that are diversity related

- Cost of settling diversity related litigation cases

- Cost of resolving complaints

- Employee attitudes on diversity related issues — responses to opinion questions in employee survey —
within the company as a whole

- Employee attitudes on diversity related issues — responses to opinion questions in employee survey —
comparison between different groups within the company (e.g. differences between

perceptions of women and men)

- Employee attitudes on diversity related issues — responses to opinion questions in employee survey —
comparison over time

- Employee attitudes on diversity related issues — responses to opinion questions in employee survey —
compared to responses in other companies (e.g. via a benchmarking study)

- Employee attitudes on diversity related issues — index created based on responses to opinion questions
in employee survey

Reference: Centre for Diversity and Business, in Potvin and al.
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ADDENDUM IV Benefits for companies

Indicators

Methods of measurement

Cost reductions

- Labour turnover by specific groups (e.g. age, gender, ethnic groups, disabled, gay/lesbian, different religious groups)
compared to average for firm

- Absenteeism by specific groups (e.g. age, gender, ethnic groups, disabled, gay/lesbian, different religious groups) compared
to average for firm

- Direct Recruitment costs — changes over time

- Expenditure on discrimination-related litigation cases - legal costs (changes over time)

- Expenditure on discrimination-related litigation cases - settlement

costs (changes over time

Labour shortages

- Number of unfilled vacancies (internal and external) — absolute and changes over time
- Number of applicants for job vacancies (internal and external) — absolute and changes over time
- Time taken to fill vacancies (internal and external)

Access to new

- Penetration of selected new markets (proportion of sales going to specific groups)

markets - Penetration of selected new markets (proportion specific groups who have ever bought product/service)
- Penetration of selected new markets (proportion specific groups who have bought product by level of loyalty — once,
occasionally, regularly, always)
- Attitudes of selected target groups to the organisation and its brands, products, services

Improved - Levels of customer satisfaction with product/service — changes over time

performance in
existing markets

- Level of customer loyalty (occasional versus regular users) — changes over time
- Levels of operating efficiency — output levels, quality levels, waste, cycle time in homogenous work teams compared to
diverse work teams

Access to talent

- Profile of existing employee competencies compared to competencies needed by the organisation (via skills audit)

- Employee satisfaction — overall and amongst key groups (e.g. technical specialists or young managers with high potential)
- Organisations reputation (via attitude survey) as an employer amongst key groups (e.g. new graduates)

- Retention rates amongst key employee groups (e.g. young managers with high potential)

- Number of applicants for key management/functional job vacancies - changes over time

Global management
capacity

- Proportion of top management team from “non-traditional” backgrounds

- Proportion of managers with high potential from “non-traditional backgrounds”

- Proportion of managers with high potential and from “non-traditional backgrounds” participating in key development
programmes

Innovation and

- Extent of heterogeneity within key work groups — e.g. proportion of people from “non traditional” backgrounds in multi-

creativity functional product development teams
- Performance of different types of key work groups - traditional versus non-traditional
- Expenditure on innovation as proportion of sales
- Time-to-market cycle — time taken for new products or services
- Proportion of sales based on new products or services introduced within last three years
Reputation with - Attitudes of opinion formers and general public towards organisation on key diversity related issues (via opinion survey)
governments - Attitudes of local communities towards organisation on key diversity related issues (via opinion survey)
and other - Media penetration — mentions (positive and negative), types of journal, extent of coverage

stakeholders

Marketing image

- Attitudes of customers in key target markets towards the organisation — current, and over time (e.g. tracking study)

Cultural values

- Profile of existing employee values compared to cultural values desired by the organisation (via “values audit”)
- Internal survey of employee opinions and attitudes

Reference: Centre for Diversity and Business, in Potvin and al.
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APPENDIX I- ACRONYMS

ADS Analyse différenciée selon les sexes

CCDP Commission canadienne des droits de |la peeson

CDEC Corporation de développement économique camamtaire

CDPDJ Commission des droits de la personne etrdés de la jeunesse

CLD Centre local de développement

CLE Centre local d’emploi

CRD Conseil régional de développement

CRE Conférence régionale des élus

CSES Centre for Strategy & Evaluation Services

FDEES Fonds de développement des entreprises détersociale

FLI Fonds local d’'investissement

FQM Fédération québécoise des municipalités

GDE Gestion de la diversité ethnoculturelle

ISQ Institut de la statistique du Québec

LCRD Lutte contre le racisme et les discriminasion

MAMR Ministere des Affaires municipales et des R

MDEIE Ministére du Développement économique, dennivation et de
I'Exportation

MELS Ministére de I'Education, du Loisir et du $po

MESS Ministere de 'Emploi et de la Solidarité isbe

MRC Municipalité régionales de comté

MSSS Ministére de la Santé et des Services sociaux

MICC Ministere de I'lmmigration et des Communautégiurelles

OBNL Organisme a but non lucratif

ONG Organisation non gouvernementale

PAE Programme d’acces a I'égalité

PARCI Programme d’appui aux relations civiquesriculturelles

PDD Partenariat de développement

PME Petite et moyenne entreprise

TOR Table Québec-régions

UMQ Union des municipalités du Québec
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APPENDIX II- THE CONSEIL DES RELATIONS INTERCULTURELLES

President: PatriciRIMOK

Members: Viken KAFARIAN
Flora MarlowALMEIDA
Abderrahman®ENARIBA
May CHIU
Karim DAABOUL
Katlyne GASPARD
Shah IsmatullaiHABIBI
BogidarPERUCICH
StepharREICHHOLD
Witakenge BenoiBONGA
SharonSPRINGER
Terry TATASCIORE
Linda Marienna/ALENZUELA

The Secretary (Non-voting member)

Ms. Maryse Alcindor
Deputy Minister, ministere de I'lmmigration et des
Communautés culturelles
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