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EXECUTIVE SUMMARY 
This Employment Systems Review Report is the product of six months of work by the 

consulting team to analyze and review the Middlesex-London Health Unit’s (MLHU/Health 

Unit) employment policies and practices in order to identify and make recommendations 

for the elimination of systemic, cultural, and attitudinal barriers to a diverse workforce and 

employees’ full participation in the workplace.  

Workplace equity, diversity, and inclusion initiatives aim to do more than just create a 

workplace that reflects the diversity of the community served. In and of itself, diversity 

offers little benefit to an organization. The bigger payoff, and the more significant 

challenge, is creating an inclusive organizational culture in which all employees feel 

welcomed and included. Only through inclusion will an organization benefit from the 

strength of diversity, as inclusion enables employees to contribute their best to the 

organization, its clients, and its service users. 

Given the increasing diversity in the Middlesex-London area and the need for the Health 

Unit to better reflect, understand, and serve this community, equity, diversity, and inclusion 

work cannot be left to chance. Inclusive organizations don’t develop by accident or through 

the efforts of a few well-meaning individuals. More and more organizations across Canada 

are recognizing that in order to be an employer of choice, an effective provider of services, 

and a good community citizen, equity, diversity, and inclusion must be deliberately and 

thoughtfully incorporated into all aspects of an organization’s work.  

To create an inclusive organization, leaders must demonstrate personal commitment and 

boldly lead employees on this journey. Staff must be tenacious in committing their time 

and energy to guiding and nurturing programs, participating in learning opportunities, and 

applying their learnings to how they interact with both colleagues and service users. The 

equity, diversity, and inclusion journey requires patience as well as discussions and action 

that challenge the status quo, with the understanding that this journey is ongoing and not 

a one-time initiative. 

Methodology for this review 

While the research team was open to exploring any equity issues that arose in the course 

of conducting this Employment Systems Review, the research inquiry was focused on 

issues affecting the groups facing persistent and systemic discrimination in employment, 

namely women, racialized people, Indigenous peoples, persons with disabilities, and 

LGBTQ2S+. 
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While this review highlights the equity issues facing these historically oppressed groups, 

the removal of barriers to the hiring, advancement, and full inclusion of employees from 

these particular groups benefits all employees and the organization as a whole through 

improved productivity, effectiveness, and responsiveness to the community served. 

To conduct this research, the team used the methodology for conducting an Employment 

Systems Review developed by the federal government as a guide for employers that must 

comply with the requirements of the Employment Equity Act. This work includes an 

assessment of each policy, practice, or system in terms of: 

• Legal compliance: to ensure they are in compliance with equity-related legislation, 

including the Ontario Human Rights Code and the Accessibility for Ontarians with 

Disabilities Act 

• Consistency: to ensure they are applied in a consistent manner throughout the 

organization  

• Job relatedness: to ensure they are bona fide and objective, and constitute a 

business necessity 

• Validity: to determine whether they objectively predict successful job performance 

• Adverse impact: to assess whether they have a disproportionately negative effect 

on employees from diverse communities, backgrounds, and identities 

• Reasonable accommodation: to assess whether there are policies and procedures 

in place to identify and remove barriers in the workplace that keep qualified 

employees from participating equally in all aspects of employment, and 

• Inclusive: whether policies and practices are inclusive of people from diverse 

communities, backgrounds, and identities.  

This work was led and supported by the Health Equity and Indigenous Reconciliation Team. 

The Diversity and Inclusion Advisory Committee, consisting of staff from various divisions 

and levels of the organization, including representatives from both unions, guided the work 

of the consultants by providing input on the methodology, offering further insights into the 

issues identified, and reviewing and providing input into the draft report.  

The Employment Systems Review blends the collection and analysis of both qualitative and 

quantitative data through the following methods: 

• Review of employment policies, written procedures, and related documents 

• Review of 39 staffing files for competitions held between 2018 and 2020 

• Focus groups in which 26 employees participated 

• An online survey in which 137 employees participated  
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• 28 one-on-one telephone interviews with Board members, senior leaders, union 

representatives, and Human Resources staff. 

Organizational strengths 

This review has identified the strengths on which MLHU can build a diverse, equitable, and 

inclusive organization. These strengths provide an important foundation on which the 

Health Unit can build. 

Focus on Health Equity and the Social Determinants of Health 

MLHU has placed much attention on health equity and the social determinants of health. 

This has created a foundational understanding for many employees about the need to 

improve access and remove barriers that are unfair and unjust, as well as how oppression 

contributes to health inequities. This perspective can help employees better understand 

the issues in the workplace when the lens is turned inward. 

Furthermore, employees’ understanding of health equity (i.e., that all members of the 

community have opportunities to be healthy and receive quality care that is fair and 

appropriate to their needs, no matter where they live, what they have, or who they are1) 

will help employees understand employment equity (i.e., the establishment of working 

conditions that are free from barriers and seeks to correct conditions of disadvantage in 

employment, sometimes through the use of special measures).  

Staff commitment to equity, diversity, and inclusion 

This review found a great deal of commitment to equity, diversity, and inclusion, primarily 

with respect to service delivery. Staff expressed pride in working for an organization that 

makes such a difference in the community and in the lives of the most marginalized. For 

many, equity, diversity, and inclusion are an important part of their identity as employees 

of the Health Unit.  

Commitment of the Board and leadership to equity, diversity, and inclusion 

Linked to the Health Unit’s commitment to health equity is the leadership that has been 

shown by the Board and leadership. Employees pointed to the participation of the Chief 

Medical Officer in the recent Black Lives Matter demonstrations along with the 

identification of racism as a public health issue, as demonstrated through commitments by 

the Health Unit’s leadership to anti-racism and anti-oppression.  

Human Resources and equity infrastructure  

MLHU has a strong Human Resources infrastructure and, through the Health Equity and 

Indigenous Reconciliation Team, has begun to strengthen its equity infrastructure. The 

Human Resources Department has also begun to embed considerations of equity and 

 
1 https://www.hqontario.ca/What-is-Health-Quality/Health-Equity-and-Quality 
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diversity into its procedures and practices. This knowledge and ongoing support to the 

organization is needed for the Health Unit to embed equity within its employment policies 

and practices, sustain ongoing training and educational opportunities, and respond 

appropriately when issues arise. This investment will also help to increase momentum and 

support all employees to embed workplace equity, diversity, and inclusion in their day-to-

day work, encouraging employees to see it as an add-in to all aspects of their work rather 

than as add-on to their core business. This infrastructure is essential to ensuring the 

sustainability of this work and long-lasting change. 

The Road Ahead: Priority Areas 

This review has identified equity, diversity, and inclusion issues and gaps that fall into three 

key priority areas. These priority areas are the high-level “what” that needs to form the 

basis of MLHU’s action planning. 

Priority 1: Diversify the workforce at all levels 

By all accounts, Indigenous peoples and racialized people are underrepresented within the 

organization. The extent of this gap will be examined through the Workforce Census 

currently underway. As such, it is critical that the Health Unit work to close this gap.  

This review found that in order to advance efforts to diversify the workforce, MLHU’s hiring 

and selection process should be strengthened and barriers to the hiring of employees from 

diverse backgrounds be removed. Those involved in the hiring process must also be 

supported to recognize and mitigate their unconscious biases and understand the value 

that diversity brings to the workplace. Likewise, they must be provided with the tools, 

resources, and policies to ensure that the staff who are hired have the knowledge and skills 

to work effectively with a diverse client population. 

Through this review, we have identified barriers in the hiring process at MLHU that would 

negatively impact job seekers from diverse backgrounds. This includes an equity statement 

that may not encourage applications from job seekers from diverse backgrounds, selection 

criteria that do not include the ability to work with clients from diverse backgrounds, and 

assessment criteria that do not always focus on the skills and abilities to do the job.  

Recommendation to address these issues include: 

• Updating the Recruitment and Hiring Policy and Guidelines to support a more 

equitable hiring process and to ensure compliance with the Accessibility for 

Ontarians with Disabilities Act 

• Developing an Employment Equity Policy to codify equitable hiring practices and 

strategies for diversifying the workforce 
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• Strengthening the equity statement to reflect a stronger commitment to attracting 

and hiring job seekers from Indigenous communities and the equity-seeking 

groups 

• Conducting targeted outreach recruitment to attract applicants from diverse 

communities, backgrounds, and identities, particularly Indigenous and racialized 

applicants, and 

• Indicating on job ads that qualified candidates must have the skills and knowledge 

needed to work with an increasingly diverse population as well as the skills related 

to and knowledge of health inequities, how they are perpetuated, as well as how 

to address them, specific to the requirements of the job.  

Priority 2: Strengthen Human Resources policies and practices 

While MLHU has a strong Human Resources infrastructure, the organization can do more 

to embed equity within its policies and processes and to ensure they align with 

requirements of the Ontario Human Rights Code and the Accessibility for Ontarians with 

Disabilities Act. The review also found that more could be done to educate managers to 

ensure the consistent application of policies and to ensure that they fully understand and 

are able to meet their legal obligations under the Ontario Human Rights Code and the 

Accessibility for Ontarians with Disabilities Act. 

Doing so will also help to instill employee confidence in the organization’s employment 

policies and practices, thereby enabling employees to come forward with issues and fully 

participate in fostering a more equitable and inclusive workplace.  

Recommendations from this review include: 

• That various policies be updated to address the identified issues and to better 

align them with the requirements of the Ontario Human Rights Code and the 

Accessibility for Ontarians with Disabilities Act  

• The development of an Accommodation Policy to address the Health Unit’s 

obligation to provide accommodation based on any Code protected ground 

• That managers be educated about their duty to accommodate employees based 

on any human rights protected ground, and 

• That all employees be educated about their rights regarding workplace 

accommodation and the process of obtaining said accommodation. 

Priority 3: Create a more inclusive and respectful organizational culture 

Each person has a unique experience in the organization that depends on many factors, 

including their identity. While many employees indicated that they feel welcomed and 

valued at MLHU, a number also shared that they have felt devalued and marginalized.  
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As MLHU advances its workplace equity, diversity, and inclusion initiative, it needs to focus 

its attention on fostering a more inclusive organizational culture in which all staff feel 

welcome, safe, and able to contribute their best. Inclusion must not only be championed by 

senior leaders, managers, and administrators, but also modelled in order to create the 

desired shift in the Health Unit’s organizational culture. In addition, as the workplace 

becomes increasingly diverse, it is critical that all staff feel welcome, included, and 

supported to be successful. 

This review found some issues at the Health Unit, namely the lack of accessibility features 

in the Citi Plaza offices; that some employees don’t find it to be a safe space to disclose 

hidden identities; and that employees feel that favouritism impacts employees’ 

opportunities, access to professional development, and even workload. A number of 

employees also raised concerns about the lack of access to accommodation and their 

experiences of subtle forms of inappropriate behaviours and insensitive comments. 

Furthermore, many employees do not feel that they can go to their manager or to Human 

Resources to have their issues addressed.  

Recommendations to address the identified issues include: 

• Strengthening policies and the ability of managers to address issues of 

harassment when they do occur  

• Addressing the Health Unit’s legal obligation to provide religious accommodation 

• Developing a Smudging and Pipe Ceremonies Policy that supports the 

organization’s legal obligation to protect, promote, and facilitate Indigenous 

traditions and ceremonies 

• Educating staff about the use of preferred names and pronouns 

• Developing policies and related guidelines to support transgender employees who 

may be transitioning at work 

• Educating employees and managers about mental health issues to destigmatize 

mental health to increase the likelihood that employees will seek and receive the 

needed accommodations 

• Providing senior leaders and all people managers with the training and ongoing 

supports to ensure they are able to lead and foster a work environment that 

values and is inclusive of Indigenous peoples and employees from the equity-

seeking groups, and 

• Providing education and training to increase employees’ understanding and ability 

to foster a more inclusive work environment. 
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Next Steps 

The completion of an Employment Systems Review is an important first step for MLHU on 

its journey to meeting its stated goals of creating a diverse workforce and inclusive 

organizational culture.  

We strongly recommend that the completion of this Employment Systems Review usher in 

a process of coordinated implementation of the recommendations. The development of a 

workplan, including timelines and responsibilities, will help to ensure that the list of 

recommendations are prioritized and addressed in a coordinated manner, and that 

implementation is monitored to ensure that all recommendations are addressed and that 

adjustments are made as needed. 

While the equity, diversity, and inclusion journey ahead will challenge the organization and 

its leaders and employees, it is a journey that will create a stronger, more innovative, and 

more effective organization that will better meet the needs of the population served. 

 

.  
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PART A: INTRODUCTION 
1. Background 
The Middlesex-London Health Unit (MLHU, the Health Unit) is a key part of the local health 

system. Its goal is to watch for, identify, and address the public health issues that can affect 

the Middlesex-London community, promote and protect health, and reduce health 

inequities. Staff of the Health Unit work at the offices and clinic at Citi Plaza and Strathroy 

to offer programs and services such as sexual health clinics and oral health services. They 

work in schools, community settings, and with families in their homes. Health Unit staff 

also inspect restaurants and businesses that sell food, swimming pools, tattoo shops, 

hairdressers, nail salons, spas, and more. Members of the Health Unit also work to inform 

healthy public policy that can lead to healthier communities. 

This Diversity and Inclusion Assessment is a key part of the Health Unit’s ongoing 

commitment to health equity. The Equity, Diversity, and Inclusion Action Plan — the final 

product of the Diversity and Inclusion Assessment — will not only help to ensure that the 

employees of the Health Unit better reflect the diverse community served but will also 

support all employees to contribute their best to the organization. The goals of the 

Diversity and Inclusion Assessment are to: 

• Understand the composition of the current workforce and how employees self-

identify 

• Inform the revision, enhancement, and/or development of current and future 

policies and practices in order to foster an equity-oriented and inclusive workplace 

culture 

• Identify and respond to the experiences and expectations of diverse groups within 

the workplace with respect to inclusion, access, equity, engagement, and eliminating 

discriminatory practices 

• Inform efforts to further develop an equity-oriented and inclusive workplace culture 

that prevents and responds to the existence of discrimination and oppression to 

engage, encourage, and support all employees to realize their full potential in the 

workplace, and  

• Identify potential recommendations to address the identified issues. 

Turner Consulting Group Inc. was contracted in December 2018 to conduct this Diversity 

and Inclusion Assessment. This work was delayed in 2019 because of uncertainty 

surrounding the potential merging of health units by the provincial government. It was 

delayed again in early 2020 because of the onset of the COVID-19 pandemic.  
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The project began in earnest in August 2020 and consisted of two phases: an Employment 

Systems Review (ESR) and a Workforce Census.  

2. Overview of the Employment Systems Review 

2.1 The purpose of an Employment Systems Review 
An ESR is a comprehensive review of written and unwritten, formal and informal 

employment policies, practices, and procedures that identifies and makes 

recommendations for the removal of systemic/institutional, cultural, and attitudinal 

barriers to equitable policies and practices, a diverse workforce, and an inclusive work 

environment. An ESR provides an organization with information on what is working well 

and what requires improvement so that it can build on its strengths and remove the 

identified barriers.   

2.2 What are barriers? 
Barriers are formal or informal policies, practices, and procedures that operate either by 

themselves or in conjunction to restrict or exclude groups of employees from entry into, 

advancement in, and full participation within an organization. Although any employee can 

be unsuccessful in the employment process for a variety of reasons, certain groups (i.e., 

women, racialized people,2 Indigenous peoples, and persons with disabilities) have faced 

persistent and systemic barriers to gaining employment commensurate with their 

education, skills, and experience, as well as advancement and full inclusion in the 

workplace.3 As such, these groups have been identified as the focus of the federal 

Employment Equity Act. In addition, MLHU has also included those who identify as 

LGBTQ2S+4 as part of this ESR because of the evidence that this group also faces 

discrimination in the labour market and harassment on the job.5 Recognizing that 

 
2 The term “racialized” is used throughout this report to replace the term “visible minority” used by Statistics 
Canada. This definition includes those who self-identify as South Asian, Chinese, Black, Filipino, Latin American, 
Arab, Southeast Asian, West Asian, Korean, Japanese, mixed race, and others who identify as non-White and non-
Indigenous. 

3 See Equality in Employment: A Royal Commission Report by Judge Rosalie Abella. Released in 1984, this landmark 
report recommended enactment of employment equity as a government intervention to address the magnitude of 
systemic discrimination faced by Indigenous people and the equity-seeking groups. 

4 This is a shortened acronym that incorporates both sexual orientation and gender identity, and is meant to refer 
to the entire lesbian, gay, bisexual, trans, queer, questioning, intersex, pansexual, two-spirit, asexual communities 
and their allies, otherwise referred to as LGBTQQIP2SAA. 

5 See for example: 

The Canadian Press. (2014, September 1). Transgender unemployment is a result of discrimination, advocate says. 
CBC News. Retrieved from http://www.cbc.ca/news/canada/toronto/transgender-unemployment-is-a-result-of-
discrimination-advocate-says-1.2752459 
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Indigenous peoples are not just another equity-seeking group, we refer to these five 

groups as “Indigenous peoples and the equity-seeking groups” throughout this report.  

While the focus is on these five groups because of the persistent and systemic 

discrimination they experience in the labour market, issues that affect other groups, such 

as newcomers and those from non-Christian faiths, will be noted where they have been 

identified.  

Furthermore, while the focus is on these equity-seeking groups, the removal of 

employment barriers benefits all employees and offers advantages to the organization as a 

whole through improved productivity, effectiveness, responsiveness to the community 

served, and improved health outcomes for the community.  

Generally, barriers fall into three categories: systemic/institutional, cultural, and attitudinal. 

These barriers are interrelated and can reinforce each other. 

Systemic/Institutional Barriers 

Systemic barriers are embedded in the policies and practices of an organization. They arise 

from the use of criteria that are not job related or required for the safe and efficient 

operation of the organization. Systemic barriers might have evolved from historical 

practices (i.e., the way the organization has always done things) that possibly exclude 

Indigenous peoples and members of the equity-seeking groups or place them at a 

disadvantage in accessing job opportunities. On the surface, the policies and practices may 

appear to be neutral or even reasonable. They may also result from unconscious biases on 

the part of decision makers. They may, however, have a negative impact on members of 

certain groups. 

Examples of systemic barriers that Indigenous peoples and the equity-seeking groups face 

in the labour market include: 

• Staffing through personal networks. This process could prevent Indigenous peoples 

and individuals from the equity-seeking groups from hearing about and applying for 

job vacancies, and 

• Informal mentoring and networking that support the advancement of some groups 

and disadvantages Indigenous employees and employees from the equity-seeking 

groups. 

  

 
Serebrin, J. (2018, May 15). Survey reveals Canada still has a ways to go on workplace discrimination. The Globe 
and Mail. Retrieved from https://www.theglobeandmail.com/report-on-business/careers/the-future-of-
work/survey-reveals-canada-still-has-a-ways-to-go-on-workplace-discrimination/article27006279/ 
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Cultural Barriers 

Barriers can also be created by an organizational culture that isolates and alienates 

Indigenous peoples and members of the equity-seeking groups, sometimes unknowingly, 

and one in which stereotypes and preconceived notions about these groups persist and 

inform decision making. This could then confirm pre-existing biases and ultimately 

reinforce the underrepresentation of these groups in the organization.  

Cultural barriers can also be systemic in that they may be embedded in the practices of the 

organization. In addition, cultural barriers can influence and be influenced by the individual 

attitudes of employees and leaders within the organization. 

Examples of cultural barriers that Indigenous peoples and members of the equity-seeking 

groups face in the labour market include: 

• An unwelcoming work environment that excludes or undermines the success of 

people from diverse communities, backgrounds, and identities 

• Assumptions that permeate the organization about what certain groups of people 

can and cannot do and which occupations they are suited for, and 

• A “macho” work culture that excludes women from male-dominated occupations or 

positions of leadership.6 

Attitudinal Barriers 

Attitudinal barriers result from the attitudes and behaviours of individuals. They can arise 

from unconscious biases, inaccurate assumptions and stereotypes, as well as an 

individual’s actual intent to be discriminatory.  

Examples of attitudinal barriers that Indigenous peoples and the equity-seeking groups 

face in the labour market include: 

• Not hiring a young woman for a job because the manager assumes she may get 

pregnant and go on maternity leave shortly after being hired7 

• Removing résumés or applications from individuals with “ethnic” or Indigenous-

sounding names because of stereotypes about these groups,8 and 

 
6 See for example: Spector, B. (2017, June 5). Why macho culture is bad for business. PBS News. Retrieved from 
https://www.pbs.org/newshour/economy/column-macho-culture-bad-business; Wilkie, D. (2015, September 16). 
Tackling a ‘macho’ mentality at work. Society for Human Resource Management. Retrieved from 
https://www.shrm.org/ResourcesAndTools/hr-topics/behavioral-competencies/global-and-cultural-
effectiveness/Pages/macho-workplaces.aspx 

7 See for example: The Guardian. (2014, August 12). 40% of managers avoid hiring younger women to get around 
maternity leave. Retrieved from https://www.theguardian.com/money/2014/aug/12/managers-avoid-hiring-
younger-women-maternity-leave 

8 See for example: Oreopoulos, P., & Dechief, D. (2012, February). Why do some employers prefer to interview 
Matthew, but not Samir? New Evidence from Toronto, Montreal, and Vancouver. Canadian Labour Market and 

Appendix A: 24-21

https://www.pbs.org/newshour/economy/column-macho-culture-bad-business
https://www.shrm.org/ResourcesAndTools/hr-topics/behavioral-competencies/global-and-cultural-effectiveness/Pages/macho-workplaces.aspx
https://www.shrm.org/ResourcesAndTools/hr-topics/behavioral-competencies/global-and-cultural-effectiveness/Pages/macho-workplaces.aspx
https://www.theguardian.com/money/2014/aug/12/managers-avoid-hiring-younger-women-maternity-leave
https://www.theguardian.com/money/2014/aug/12/managers-avoid-hiring-younger-women-maternity-leave


MIDDLESEX-LONDON HEALTH UNIT 

Diversity and Inclusion Assessment: Employment Systems Review  

 

 

© TURNER CONSULTING GROUP INC.   5 

• Not hiring a candidate with a disability because of discomfort interacting with 

persons with disabilities or assumptions that accommodation may be too costly.9 

Cultural and attitudinal barriers are not found in the written policies or procedures of the 

organization, and in fact may not be consistent with the organization’s stated policies.   

2.3 The benefits of workplace equity, diversity, and inclusion 
The argument for workplace equity, diversity, and inclusion has gone beyond the moral 

argument that it is the right thing to do. There is a growing body of literature that makes a 

compelling business case for ensuring and supporting a diverse workforce and inclusive 

work environment. The literature identifies a number of benefits, including: 

Increased community health. A diverse workforce helps the Health Unit understand and 

respond to the needs of an increasingly diverse community in three areas:  

• At the strategy level, where strategic decisions about policies are made  

• At the design level, where decisions about programs and services are made, and  

• At the service level, which is the point of contact between the Health Unit and its 

clients, service users, and the community.   

Strengthened ability to achieve health equity. Health Unit staff that reflect, understand, 

and are responsive to the needs of a diverse community also help to achieve health equity. 

Achieving health equity requires addressing the many causes of health inequities related to 

social and environmental factors, including income, social status, race, gender, education, 

and physical environment. A diverse health care workforce is associated with improved 

access to care by members of Indigenous and ethno-racial communities, members of the 

LGBTQ2S+ communities, persons with disabilities, and women, thereby ensuring greater 

access to needed programs and services and improving the quality of health care for 

service users and clients.    

Strengthened employee relations and confidence in MLHU as an employer of choice. 

Formalized non-discriminatory and inclusive human resources policies and practices, 

increased transparency, and consistency of human resources practices also strengthens 

employee confidence that they are being treated in a fair and equitable manner. These 

practices, along with a welcoming and inclusive work environment, help to improve 

employee morale and loyalty and reduce complaints, grievances, and turnover. 

  

 
Skills Researcher Network. Working Paper No. 95. Retrieved from 
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=2018047 

9 See for example: Kaye, H., Jones, E., & Jans, L. (2010). Why employers don’t hire people with disabilities: Research 
findings and policy implications. Disability and Health Journal, 3. https://doi.org/10.1016/j.dhjo.2009.08.086 
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Improved image of MLHU as an employer of choice. Employers that are known to have 

a commitment to diversity and inclusion are more likely to be positively regarded by the 

public in general and by prospective employees in particular. This positive corporate image 

then increases the organization’s ability to attract and retain high-calibre employees from 

diverse communities, backgrounds, and identities.  

Improved staff job satisfaction and productivity.10 Employers that create and support a 

work environment in which all employees feel valued and safe from harassment and that 

treat their employees fairly and with respect are typically rewarded with increased morale, 

better performance, and higher productivity.  

Increased creativity and innovation.11 Organizations that encourage and support 

workplace inclusion are better able to attract and retain top talent from diverse 

communities, backgrounds, and identities. This increases the diversity of perspectives, 

approaches, knowledge, and skills within the organization, which can then boost the 

organization’s creativity, innovation, and overall success.  

3. Methodology 

3.1 Diversity and Inclusion Advisory Committee 
This work was led and supported by the Health Equity and Indigenous Reconciliation Team. 

The Diversity and Inclusion Advisory Committee, comprised of staff from various divisions 

and levels of the organization including representatives from both unions, guided the work 

of the consultants by providing input on methodology, offering further insights into the 

issues identified, and reviewing and providing input into the draft report.  

3.2 Employment Systems Review Framework 
When conducting this work, we relied on the Canadian Human Rights Commission’s 

Framework for Compliance with the Employment Equity Act, as this document outlines the 

 
10 Stazyk, E. C., Davis, R. S., & Liang, J. (2012). Examining the links between workforce diversity, organizational goal 
clarity, and job satisfaction. Prepared for the 2012 Annual Meeting and Exhibition of the American Political Science 
Association, New Orleans, LA (August 30–September 2, 2012). Retrieved from 
https://www.bc.edu/content/dam/files/centers/cwf/individuals/pdf/Div-ersityClarityandSatisfaction.pdf 

11 See for example: 

McKinsey & Company. (2015). Women in the workplace. Retrieved from https://womenintheworkplace.com/ 

Reynolds, A., & Lewis, D. (2017, March 30). Teams solve problems faster when they’re more cognitively diverse. 
Harvard Business Review. Retrieved from https://hbr.org/2017/03/teams-solve-problems-faster-when-theyre-
more-cognitively-diverse 

Rigger, D. (2018, March 12). How a diverse workforce can be your competitive advantage. Human Resource 
Director Australia. Retrieved from  www.hcamag.com/opinion/how-a-diverse-workforce-can-be-your-competitive-
advantage-247585.aspx 
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legal framework and assessment factors related to the ESR as well as the general approach 

to be taken by employers.12 This framework identifies the importance of an ESR in 

reviewing each employment policy, practice, and system as well as the corporate culture 

and work environment to determine whether they present a barrier to prospective and 

existing Indigenous employees and employees from the equity-seeking groups.  

The review includes an assessment of each policy or practice in terms of: 

• Legal compliance — to ensure compliance with equity-related legislation such as 

the Ontario Human Rights Code, Occupational Health and Safety Act, and Accessibility 

for Ontarians with Disabilities Act 

• Consistency — to ensure policies and accompanying procedures are applied in a 

consistent manner throughout the organization 

• Job relatedness — to ensure they clearly demonstrate a bona fide occupational 

requirement, are objective, and constitute a business necessity 

• Validity — to determine whether they are objective and accurately predict job 

performance 

• Adverse impact — to assess whether they have a disproportionately negative effect 

on Indigenous employees and employees from the equity-seeking groups 

• Appropriate accommodation — to assess whether or not there are policies and 

procedures in place to identify and remove barriers in the workplace that keep 

qualified employees from participating in all aspects of employment and provide 

the accommodation needed by employees, and 

• Inclusive — to assess whether policies and practices are inclusive of all employees, 

including those who identify as belonging to the equity-seeking groups. 

This review also explored whether the organization lacks policies or practices that would 

support the creation of more equitable hiring and promotion practices, greater workforce 

diversity reflective of the community served, and a more inclusive organizational culture. 

3.3 The employment systems reviewed 
This ESR reviewed the following employment systems: 

• Recruitment, hiring, and selection, including outreach recruitment, job 

applications, notification and provision of accommodation during the hiring process, 

fair and consistent application of selection criteria, interview process, and interview 

questions 

• Development and advancement, including access to career development, 

informal mentoring, and coaching 

 
12 Canadian Human Rights Commission. (2002, December). Employment Systems Review: Guide to the audit 
process. Retrieved from http://publications.gc.ca/collections/collection_2007/chrc-ccdp/HR4-3-2002E.pdf 
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• Accommodation and workplace accessibility, including accommodation for 

persons with disabilities, religious accommodation, work–life balance, flexible work 

programs, and the physical accessibility of facilities, and 

• Organizational culture and work environment, including equity and diversity 

policies and programs, workplace harassment, discrimination and violence 

prevention programs, as well as individual attitudes toward equity and diversity. 

3.4 Data collection methods 
A number of methods were used in this ESR, including: 

Document review 

Human resources policies, written procedures, and other related documents were 

reviewed to identify potential barriers in employment policies as well as barriers created by 

the manner in which these policies are applied by managers and human resources staff. 

A list of the policies and documents reviewed is included in Appendix A. 

Competition file review 

Competition files are intended to be a record of the hiring and selection process. In total, 

39 files for competitions held between 2018 and 2020 were randomly selected and 

reviewed to determine whether or not staffing policies and practices are being applied in a 

fair and consistent manner.  

Typically, a file is kept for each competition and includes information such as: 

• Job description and job ad 

• Selection criteria 

• Interview questions and candidate 

responses 

• Reference check information 

• Names of interview panel members 

and reports 

• Interview schedule 

• Rating and ranking materials 

• Sufficient information to explain the 

assessment of each applicant, 

including screening, rating, and 

ranking steps 

 

Consultations with employees 

An essential component of an ESR is consultation with employees. Employees’ perceptions 

of what happens in the organization and their experiences in the workplace are a critical 

source of information. Their observations act as a window into whether employment 

systems are fair, or perceived to be fair, and identify how organizational practices might 

differ from organizational policies. Consultations with staff were conducted through 

various methods and offered all employees multiple opportunities to provide input into 

this ESR.  
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In total, 196 employees participated in these consultations, representing approximately 

50% of the permanent MLHU workforce. This level of participation gave us sufficient data 

to identify workplace issues and make recommendations for change.  

This ESR was undertaken during the COVID-19 pandemic which made it difficult to engage 

with staff given the pressures of conducting their work while remaining safe and 

responding to the increased and deepening needs in the community. It was also difficult to 

engage with staff who are not physically in the workplace. As such, while every effort was 

made to inform staff about the Employment Systems Review, there may have been some 

staff who may not have heard about the project or about the various opportunities to 

participate. There may also be staff who because of workload were not able to participate 

in the ESR.  

The following methods were used to capture the perspectives of employees, Board 

members, senior leaders, union representatives, and human resources staff:  

Workplace Equity and Inclusion Survey. The link to the online survey was distributed to 

all employees by email. The survey was open from October 16 to November 30, 2020. 

Emails were sent to all employees to invite them to share their perspectives through the 

confidential online survey. In total, 137 employees completed the survey by the cut-off 

date. 

One-on-one interviews. In addition, 23 interviews were conducted with Board members, 

senior leaders, and union representatives. An additional 5 interviews were conducted with 

human resources staff. These one-on-one telephone interviews gave the consultants the 

opportunity to further explore workplace equity, diversity, and inclusion issues and to 

identify the key challenges the organization will face in implementing the 

recommendations from this review.   

Focus groups. A total of 15 virtual focus groups were scheduled from November 16 to 

December 4, 2020, affording each employee the opportunity to provide input into this ESR.  

Each virtual focus group allowed up to 10 participants. Focus groups were set up by both 

identity group and occupational group, with racialized people, Indigenous peoples, persons 

with disabilities, those who identify as LGBTQ2S+, women who do not belong to another 

group, and men who do not belong to another group able to participate in focus groups 

specifically for employees and for managers.  

Emails were distributed to employees asking them to register directly with the consultant 

to participate in the focus groups.  

The discussions covered various aspects of employment practices and the working 

environment, what impact they might have on employees, barriers created by 

organizational culture and individual attitudes, and strategies to remove these barriers.  
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In total, 26 employees participated in the nine focus groups that were held. This low 

turnout was likely impacted by many factors, including the COVID-19 pandemic and the 

Health Unit’s critical role in responding to not only the pandemic but also serving 

populations whose needs have increased at this time.   

Information from the focus groups is summarized in this report. To maintain the 

confidentiality and protect the privacy of the employees who participated in the focus 

groups, no names or identifying information are included in this report.  
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PART B: THE CONTEXT 
4. The organization 
MLHU operates within a particular context that is important to understand when drawing 

conclusions and considering action to address the issues identified in this report. 

Understanding this context also allows us to gain insight into the opportunities and threats 

at play in the context within which the Health Unit operates.  

Normally, MLHU employs approximately 320 employees that directly or indirectly support 

the delivery of a range of programs and services throughout the Middlesex-London 

community. However, in response to the COVID-19 pandemic, MLHU hired an additional 60 

temporary employees from September to November 2020 with additional recruitment 

ongoing.  As of January 2021, MLHU is undergoing a mass recruitment of several hundred 

temporary casual employees to support COVID-19 mass immunization clinics. The Health 

Unit employs registered nurses, registered dietitians, registered dental hygienists, 

registered dental assistants, contact tracers, health promoters, public health inspectors, 

program evaluators, epidemiologists, and physicians, as well as staff who support their 

work, including IT, finance, human resources, program assistants, operations, and 

communications staff.  

The majority of MLHU employees are represented by one of two unions — Canadian Union 

of Public Employees and the Ontario Nurses’ Association. Each collective agreement sets 

out hiring procedures and other terms and conditions of employment for that particular 

group of employees.  

5. Current equity initiatives  
The MLHU has undertaken a number of initiatives in response to the changing needs of a 

more diverse population. While these initiatives focus primarily on the delivery of services, 

they have increased the knowledge of staff and created a foundation on which workplace 

equity, diversity, and inclusion initiatives can be built. These initiatives include the 

following: 

Truth and Reconciliation 

MLHU has stated its commitment to reconciliation and includes he following statement on 

its website: 

We are committed to reconciliation with Indigenous peoples and 

communities. 

We acknowledge our obligation in improving the health and wellness outcomes of 

Indigenous people in our region, and in sharing what we have learned to effect 
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greater change. We do this by building staff capacity to deliver culturally safe 

services, cultivating equitable and productive relationships with Indigenous 

partners, addressing racially-based health inequities by disrupting colonial practices 

within and outside our organization, and by building an organizational culture of 

humility and accountability through ongoing learning, thoughtful policy, and 

practice that is informed by multiple evidence sources. We continue to work 

towards full implementation of Taking Action for Reconciliation: An Organizational 

Plan for the Middlesex-London Health Unit. 

Training 

Various training is offered or is being developed for MLHU staff, including, but not limited 

to, the following:  

Health Equity Training: MLHU developed a Health Equity module which was delivered to 

all staff in person, and then delivered online to all incoming staff.  

Taking Action on Reconciliation: The Health Equity and Indigenous Reconciliation Team is 

currently developing an online training module for all staff to support their implementation 

of the recommendations from the Taking Action for Reconciliation: An Organizational Plan 

for MLHU.  

Bystander to Ally Training:  This online module by the Ontario Indigenous Cultural Safety 

program is available to staff to help participants explore how they can become an effective 

ally when they think that racism, bias, or stereotyping is at play. They learn about ways to 

assess a situation that they suspect has elements of bias or racism and then develop some 

strategies to use that will be effective for them.  

Indigenous Cultural Safety Training: This online training by the Ontario Indigenous 

Cultural Safety program is a standard component of onboarding for all permanent 

employees.  

Trauma- and Violence-Informed Care (TVIC): A full day workshop was offered on TVIC 

and how to integrate it into public health home visiting practice. An agency-wide committee 

has been formed to focus on Intimate Partner Violence/TVIC and public health practice. 

Planning for additional and sustained TVIC education was underway, although has been 

placed on hold temporarily due to the pandemic. Additionally, an education session 

regarding TVIC approaches during the COVID-19 pandemic was provided, with particular 

attention to working with those who have come to Canada under refugee status.   

Shifting Towards a Culture of Racial Equity in Public Health in Ontario: This regional 

workshop, offered by the National Collaborating Centre for Determinants of Health was 

attended by 25 employees, one community partner, and two students.  
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Creation of a Health Equity and Indigenous Reconciliation Team 

While intentional health equity work begun in 2011 with 2 social determinants of health 

(SDOH) nurses, the Health Unit enhanced this by creating the Health Equity and Indigenous 

Reconciliation Team in 2016, situated within the Office of the Chief Nursing Officer. This 

team determines and leads priorities for advancing health equity across the agency, 

building relationships, and working in collaboration with local Indigenous peoples, 

communities, and service providers, as well as newcomer populations and service 

providers. This team will also develop, implement, and evaluate educational opportunities, 

knowledge-to-action tools, processes, policies, and initiatives to advance the strategic 

direction for Health Equity and Indigenous Public Health Practice. 

The team goals include:  

• Developing and/or strengthening processes for assessing and reporting health 

inequities 

• Modifying/creating organizational policies, systems, and processes to support health 

equity action 

• Partnering internally and externally to collaboratively engage in health equity action 

• Engaging in policy development to address health inequities  

• Engaging in efforts that support reconciliation with Indigenous peoples 

• Providing a supportive environment for reflection, increased knowledge, and skill 

building by staff 

• Demonstrating MLHU’s commitment to addressing the Truth and Reconciliation 

Commission of Canada’s Calls to Action, particularly related to health 

• Serving to disrupt ongoing colonial practices related to health present within the 

organization 

• Enhancing organizational capacity to address racially based health inequities, and 

• Enhancing MLHU’s ability to build relationships and meaningful engagement with 

Indigenous-led organizations and First Nations communities. 

In 2019, MLHU hired a manager for the Health Equity and Indigenous Reconciliation Team, 

reporting to the Chief Nursing Officer. This manager leads the implementation of MLHU’s 

reconciliation plan and the Health Equity core team. The manager also champions health 

equity and Indigenous reconciliation both internally and externally and is responsible for 

effective and efficient delivery of initiatives that promote health equity and reconciliation. 

The Health Equity core team — which consists of two Social Determinants of Health Public 

Health Nurses, a part-time Health Promoter, and Program Assistant — focuses on planning 

and implementing agency-wide strategic initiatives intended to build individual and 

organizational capacity to reduce health inequities.  
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Additionally, the team engages in community-based work with Indigenous communities 

and newcomer populations. Implementation of recommendations to move towards 

Indigenous reconciliation, and individual and organizational health equity capacity building 

require collaboration with all divisions in the health unit.  

Workplace Wellness Initiatives 

The Health Unit has a Workplace Wellness initiative ((‘Be Well’) which focuses on supporting 

the health and well-being of employees. The Be Well Committee has representation from 

various disciplines and levels across the organization. There is a comprehensive Be Well 

website, with educational resources, information on available supports including from 

MLHU’s employee and family assistance program, and community-building elements. The 

Committee offers a variety of regular optional wellness activities for all MLHU employees.   
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PART C: FINDINGS & RECOMMENDATIONS 
This section summarizes the consultants’ findings from the following: 

• Review of policies, practices, and relevant documents 

• Review of competition files, and 

• Consultations with employees. 

In each section, we provide: 

• A summary of the findings and any conclusions drawn, and 

• Recommendations to remove the identified barriers and address the identified 

issues. 

6. Policy and Document Review 
This section summarizes the review of MLHU’s human resources policies, procedures, and 

related documents, including the collective agreements. It includes a summary of each 

document, policy, or procedure and identifies issues and areas of concern, if any. 

Recommendations are made to strengthen the document, policy, or procedure to comply 

with equity-related legislation, meet MLHU’s duty of care as an employer, and support 

workplace equity, diversity, and inclusion. Overarching concerns and any gaps in MLHU’s 

policy framework are also identified. The list of policies and procedures reviewed is 

included in Appendix A.  

Middlesex-London Health Unit Strategic Plan (2015–2020) 

The strategic plan was developed through an extensive collaborative process that involved 

the Board and staff of the Health Unit. Included in the strategy are the organization’s vision, 

mission, and values: 

• Vision: People reaching their potential 

• Mission: To promote and protect the health of our community 

• Values: Collaboration; Integrity; Empowerment; Striving for Excellence; Health 

Equity. 

The strategic plan also provides a balanced scorecard that allows MLHU to “translate our 

vision, communicate and link strategic priorities across the organization, integrate strategy 

into planning processes and gather feedback to continuously learn and improve.” The 

balanced scorecard identifies four priorities (Program Excellence; Client and Community 

Confidence; Employee Engagement and Learning; and Organizational Excellence) and three 

objectives within each priority.  
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Findings 

MLHU’s strategic plan is primarily externally focused, and does not recognize the benefits 

of workplace equity, diversity, and inclusion to supporting the achievement of the 

organizational mission.  

In addition, the strategy fails to consider the increasing diversity of the community served 

and the implications of this diversity for the organization. While the section on the 

community served identifies that there are three First Nations communities in the 

Middlesex-London area and discusses the immigrant and racialized populations, it does 

not explore the growth of these communities, issues with access to health care or the 

social determinants of health for these communities, or what these trends and issues 

mean for the work of the Health Unit.  

Recommendation 1: It is recommended that the next iteration of the Health Unit’s 

strategic plan consider more deeply the increasing diversity of the population served and 

how workplace equity, diversity, and inclusion support the organization to better meet the 

needs of a diverse community.  

Taking Action for Reconciliation: An Organizational Plan for MLHU 

This organizational plan for reconciliation with Indigenous peoples provides 

recommendations compiled from the literature and consultations with local Indigenous-led 

organizations and individuals in a number of areas, including awareness and education; 

supportive environments; relationships; research; workforce development; governance; 

and equitable access and service delivery. 

The recommendations included under workforce development relate to existing staff and 

to increasing the diversity of staff to close any gaps in representation. The recommended 

activities include: 

• Develop initiatives and establish policies to support the recruitment and retention 

of employees that identify as Indigenous at all levels, including administrative and 

senior levels within the organization (related to TRC Calls to Action #23i). For 

example, recruitment can make use of the “recruiting pipeline” through 

universities and colleges.  

• Include mandatory education as part of the orientation process for all new hires.  

• Incorporate completion of education components into performance 

management. Include cultural safety and humility indicators within performance 

appraisals.  

• Offer mentorship opportunities by Indigenous peoples with non-Indigenous staff 

to support culturally safe practices.  
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• Consider having a dedicated position to advance the approved recommendations 

and activities of the organizational reconciliation plan. This would include 

consideration of the best placement of the role within the organizational 

structure, and the need for supporting infrastructure for the role.  

• When developing and reviewing internal policies, seek out Indigenous 

perspectives.  

• Develop an anti-racism and discrimination policy. Consider an accompanying 

“whistle-blower” policy. A “whistle-blower” policy can support those who are in the 

position of observing discriminatory and/or racist actions, but are not comfortable 

interrupting the situation. Such discomfort may be related to power differentials, 

and the policy would serve a protective function.  

A number of these actions have been implemented, including the development of a 

whistle-blower policy, mandatory education, targeted recruiting, Indigenous vaccine 

planning, and more. This work is supported by a dedicated position in the Health Equity 

and Indigenous Reconciliation Team, a program assistant, health promotion support, as 

well as a budget.  

Recruitment and Hiring Policy and Guidelines 

The Recruitment and Hiring Policy has a stated purpose of facilitating “the selection of the 

most appropriate candidate for a vacant position.” It states that recruitment and hiring 

practices will conform to the requirements of the Ontario Human Rights Code as well as 

other legislation, collective agreements (where appropriate), and MLHU administrative 

policy. 

The Recruitment and Hiring Guidelines establish the process for hiring, including:  

• That temporary assignments or employment for over 6 months should be posted as 

a job opportunity 

• All applications will be received by Human Resources 

• That unsolicited résumés will be reviewed by Human Resources and the appropriate 

Director/Manager, who will decide whether or not to retain the application for 6 

months on the basis that the candidate may be suitable for positions that become 

available, and  

• That external candidates may only be considered for a union posting after the 

posting closes and no qualified internal candidates have applied. 

Findings 

While the Recruitment and Hiring Guidelines help to establish equitable and consistent 

hiring and selection practices, they could be strengthened by including the following: 
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• Stating the Health Unit’s commitment to hiring qualified employees through 

recruitment and selection practices that are consistent, transparent, and equitable 

• Stating the goal of hiring Indigenous peoples and members of the equity-seeking 

groups to better reflect the diversity of the community served  

• Rather than giving the Director/Manager the option of striking an interview panel 

where only internal candidates will be interviewed, require that interview panels be 

struck to support the objective and fair assessment of candidates 

• Requiring that Human Resources assess all applicants against the minimum 

requirements of the job to determine who to invite for an interview 

• Requiring that interview tools include a scoring scale to assess candidates invited for 

an interview  

• Requiring that all documentation regarding the hiring and selection process be 

maintained for 18 months, since applicants have up to 1 year after an incident, in 

exceptional circumstances, to make a human rights complaint. This includes the 

retention of résumés/applications and interview notes relating to the unsuccessful 

applicants  

• Rather than specifying that external candidates will be advised that the offer of 

employment is contingent on the provision of documentation that they have landed 

immigration status, state that they will be required to provide documentation that 

they are legally able to work in Canada 

• Requiring that job advertisements include an equity and accommodation statement 

• Requiring that the hiring manager and/or Human Resources conduct outreach 

recruitment to diversify the applicant pool 

• State the desire for hiring managers to include visible diversity on hiring 

committees, where possible, and 

• Address the need to ensure there is no conflict of interest amongst those involved 

in the hiring process. 

In addition, both the policy and the guidelines should be updated to ensure alignment with 

the Accessibility for Ontarians with Disabilities Act (AODA) by:  

• Including the AODA as part of the legal framework within which MLHU hires 

• Stating the obligation to notify candidates about the availability of accommodation 

during recruitment  

• Stating the requirement that assessment and selection materials be provided in an 

accessible format upon request, and  

• Stating the requirement that the successful candidate be notified of the policies for 

accommodation of employees with disabilities.  
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While these issues are addressed in the Accessibility for Ontarians with Disabilities Act 

Policy (discussed later in this section), they should be repeated in the Recruitment and 

Hiring Policy and Guidelines. Given that MLHU’s policy format is not to repeat information 

that is included in other policies, but to refer to the policy that has the specific detailed 

information, appropriate wording should be included in the Recruitment and Hiring Policy 

Guidelines to ensure that the reader understands that there are legal accommodation 

requirements that must be met, which are detailed in the AODA Policy.  

Recommendation 2: It is recommended that the Recruitment and Hiring Policy and 

Guidelines be revised to address the identified issues, to support an equitable hiring 

process, to support the diversification of Health Unit staff, and to ensure compliance with 

the AODA.  

Vulnerable Sector Screening Policy 

This policy addresses the need for the Health Unit to reduce the risk to the safety of 

employees, clients, and community partners. It requires employees, students, and 

volunteers who might have contact with clients who are part of a vulnerable population in 

the course of their employment or during a public health emergency to provide a 

vulnerable sector check (VSC) upon being hired and an annual Offence Declarations 

thereafter. Human Resources reports that the list of employees, students, and volunteers 

who might have contact with clients who are part of a vulnerable population include: 

• All Physicians and Dentists 

• All Public Health Nurses, Registered Nurses, Nurse Practitioners (RN, extended 

Class) 

• All Public Health Inspectors 

• All Public Health Dietitians 

• All Dental Hygienists 

• All Dental Assistants 

• All Dental Claims Analysts 

• All Health Promoters 

• All Social Workers or Community Health Development Workers 

• All Youth Development Specialists or Youth Advisors 

• All Family Home Visitors 

• All Tobacco Enforcement Officers 

• All Epidemiologists 

• All Program Evaluators 
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• All Directors 

• All Program Managers 

• All staff working in Human Resources and Labour Relations 

• All other Non-union staff  

• All Program Assistants  

• All Clinical Team Assistants 

The policy addresses the need to keep the application form and results confidential. In the 

event that the VSC identifies an issue in the employee’s background, the policy also outlines 

the process for the employee to submit a written explanation of the circumstances to 

Human Resources and for an appropriate course of action to be considered given the 

circumstances of the situation.  

Findings 

A criminal record check includes applicable criminal convictions and findings of guilt under 

the federal Youth Criminal Justice Act. A VSC includes:  

• Criminal convictions summary or indictable from CPIC and/or local databases 

• Findings of guilt under the Youth Criminal Justice Act within the applicable 

disclosure period 

• Outstanding entries, such as charges and warrants, judicial orders, peace bonds, 

probation and prohibition orders 

• Absolute and conditional discharges 

• Charges that resulted in a finding of not criminally responsible on account of 

mental disorder 

• Pardoned offences authorized under the Criminal Records Act, and 

• Non-conviction information authorized through Exceptional Disclosure. 

By law, a VSC may only be requested for a person who wishes to take a voluntary or paid 

position working with children, the elderly, the disabled, or another vulnerable group. The 

position should be one of direct care, authority, or trust, and generally in an unsupervised 

(or limited supervision) setting. Not every position that involves contact with a vulnerable 

person will meet the requirements for a vulnerable sector search. The position must be 

one that creates either authority (power) over, or special trust with, a vulnerable person.13 

The policy states that only employees, students, and volunteers who might have contact 

with clients that are part of a vulnerable population in the course of their employment or 

 
13 https://ccla.org/need-know-new-police-record-checks-reform-act/ 
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during a public health emergency will be required to provide a VSC. However, the list 

appears to include staff who do not have contact with clients who are part of a vulnerable 

population. In addition, the policy states that employees who might have contact with 

clients who are part of a vulnerable population will be required to provide a VSC. This does 

not appear to meet the standard set out by law that the position must be one that creates 

either authority over, or special trust with, a vulnerable person. 

While the Health Unit has genuine concerns to protect patients and service users, this 

blanket policy requiring the most intrusive checks may be problematic. As such, MLHU 

should consider whether a police records check is needed at all, and if so, whether a less 

intrusive measure, such as the use of a police records check, would suffice.  

Recommendation 3: It is recommended that MLHU revisit the list of employees, students, 

and volunteers to determine which positions require the vulnerable sector check, a police 

records check, or neither. The development of a matrix to decide which position requires 

which check, based on the position’s duties and responsibilities, would support 

consistency.  

Accessibility for Ontarians with Disabilities Act - Integrated Accessibility Standards 

Regulation Policy 

MLHU is required to comply with the Accessibility for Ontarians with Disabilities Act (AODA) in 

order to prevent and remove barriers to employment for persons with disabilities.  

This policy states MLHU’s commitment to meeting the requirements of the AODA by 

ensuring: 

• The multi-year Accessibility Plan is reviewed and updated once every 5 years, as 

necessary 

• Information about the availability of accommodations for job applicants with 

disabilities is provided, and that job applicants selected for an interview will be 

notified that accommodations for materials to be used in the selection process are 

available upon request (emphasis ours) 

• Successful applicants will be notified about MLHU’s policies for accommodating 

employees with disabilities as part of their offer of employment 

• Upon request, MLHU will discuss with the employee ways to provide or arrange for 

the provision of accessible formats and communication supports for information 

that is needed to perform the employee’s job (emphasis ours) 

• Individualized workplace emergency response plans will be created for employees 

with a disability who require accommodations to evacuate their workplace in an 

emergency  

• Individual accommodation plans will be created for any employee that makes MLHU 

aware they require it 
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• A documented return-to-work process will be developed for employees who have 

been absent from work because of a disability and require a disability-related 

accommodation in order to return to work, and 

• The accessibility needs of employees with disabilities will be taken into account 

when providing career development, conducting performance management, and 

considering redeployment.  

Findings 

While the guidelines help MLHU to comply with AODA requirements, a few items that have 

been bolded and italicized in the above text need to be addressed: 

• Section 23 of the AODA Integrated Standards14 states that during a recruitment 

process, an employer shall notify job applicants, when they are individually selected 

to participate in an assessment or selection process, that accommodations are 

available upon request in relation to the materials or processes to be used.   

While MLHU’s guidelines mention materials, they fail to mention that processes may 

also need to be changed as part of the accommodation. 

• Section 26 of the AODA Integrated standards15 states that every employer shall 

consult with the employee to provide or arrange for the provision of accessible 

formats and communication supports for information that is needed in order to 

perform the employee’s job, and information that is generally available to 

employees in the workplace.  

By omitting these additional statements, MLHU may be limiting the accommodation 

provided to employees with disabilities, which may provide the grounds for a successful 

human rights complaint. 

Under the AODA, employers must also provide accessible emergency information to 

workers with disabilities. Employers must create an individualized workplace emergency 

response plan for any worker with a disability who needs assistance during an emergency. 

This policy states that the Health Unit will create individualized workplace emergency 

response plans for employees who have a disability and require accommodations or 

supports to evacuate their workplace in an emergency. In addition, with the employee’s 

consent, a person designated to provide assistance to the employee will be provided with 

the necessary information to assist that employee.  

Recommendation 4: It is recommended that MLHU update the Accessibility for Ontarians 

with Disabilities Act Policy to ensure that it fully complies with the AODA. 

 
14 https://www.aoda.ca/integrated/#raosp 
15 Ibid. 
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Code of Conduct Policy 

The purpose of this policy is to “demonstrate accountability and commitment to our 

stakeholders by ensuring that public health programs and services are delivered in a 

manner consistent with the Corporate Code of Conduct.”  

Findings 

While the Code of Conduct Policy addresses the delivery of programs and services, it does 

not commit to fostering positive MLHU work environments where all employees feel safe, 

included, and accepted.  

Recommendation 5: It is recommended that the Code of Conduct Policy be extended to 

apply to MLHU workplaces and the work experiences of Board members, employees, 

students, and volunteers.  

Corporate Code of Conduct (Appendix to the Code of Conduct Policy) 

The Corporate Code of Conduct “demonstrates the commitment of the Board members, 

staff, students, volunteers and our stakeholders (i.e., the public, clients and funding bodies) 

to provide public health programs and services with integrity, respect, responsibility, 

fairness, caring and citizenship.” The Code asks those covered to “follow the Golden Rule: 

Treat others as you would have them treat you,” and requires that they “show respect to all 

people in the workplace and honour diversity in all areas including age, gender, disability, 

sexual orientation, ethnic background, nationality, and religion.” 

Findings 

The Corporate Code of Conduct could be strengthened in a few ways. First, asking those 

covered by the Code to adhere to the Golden Rule assumes that the way one wants to be 

treated is the standard that should be used in determining how others are to be treated. 

This does not account for diversity, as it presumes that everyone is the same and would be 

satisfied with the same treatment. The Platinum Rule says we should treat others the way 

they want us to treat them. This accounts for diversity and recognizes that what everyone 

needs to feel included might also differ. In addition, the list of dimensions of diversity listed 

in the Corporate Code of Conduct should be updated to include gender identity, gender 

expression, and race.   

Recommendation 6: The Corporate Code of Conduct should be updated, replacing the 

Golden Rule with Platinum Rule and adding gender identity, gender expression, and race as 

dimensions of diversity.  

Conflicts of Interest and Declaration Policy 

This policy (G-380) addresses potential conflicts of interest of Board of Health members 

only.  
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Findings 

There is no corresponding conflict of interest policy that applies to staff.  

Recommendation 7: It is recommended that a Conflict of Interest Policy be developed to 

apply to address the need for all Health Unit employees to avoid perceived and real 

conflicts of interest, including conflicts of interest in the hiring and selection process. The 

policy should: 

• Include the appearance of a conflict in the definition of a conflict of interest 

• Include “participation in the appointment, promotion, or hiring of a family member 

or a person with whom members of the hiring panel have a close personal 

relationship” as a conflict of interest 

• Define “family members” as those related to the employee by blood or marriage, 

including common law relationships and in-laws; consider cultural implications of 

the definition of “family members” 

• State that a conflict of interest also arises when family members or close personal 

friends are employed in situations where a reporting relationship exists and where 

the supervisor has influence, input, or decision-making power over an employee’s 

performance evaluation, salary premiums, special permissions, potential for 

promotion, conditions of work, and similar matters 

• Require that those participating in the hiring process sign a document stating that 

they have no conflict of interest, and  

• Specify that employees and Board members are not to use their positions of 

authority to influence hiring decisions that involve family members or close 

personal friends, and that doing so would be a conflict of interest. 

Social Media Policy 

The Health Unit’s Social Media Policy provides a “framework for the effective use of the 

Middlesex-London Health Unit’s (MLHU) social media channels to support MLHU’s 

mandate, and to ensure MLHU brand integrity and corporate identity online.” 

The policy also states that “employees will exercise professionalism at all times when using 

social media, with the understanding that any information shared through a social media 

account may be viewed by the general public.” The policy also addresses employees’ use of 

their personal social media activities related to public health or MLHU, indicating that use 

should be “consistent with, and have a positive impact on, MLHU’s reputation or brand, and 

the agency’s ability to meet its mandate.   

Findings 

No issues were identified with this policy.  
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Safe Return to Work and Accommodation Policy and Procedures 

“Accommodation” refers to MLHU’s obligation to take reasonable steps, to the point of 

undue hardship, to adjust or modify the work environment or the method of doing work in 

order to address the individual needs of employees and job applicants who are protected 

from discrimination under the Ontario Human Rights Code.  

The Safe Return to Work and Accommodation Policy is intended to promote the health and 

well-being of employees by “facilitating the early and safe return to work (RTW) for an 

employee who has been absent due to illness, injury or disability.” It also outlines the 

process by which an employee can request and be assessed for workplace 

accommodation. The policy states that the Health Unit will “make every reasonable effort 

to provide a workplace accommodation, to the point of undue hardship.”  

The policy also states that: 

• An employee may request modifications to their regular duties and/or work 

schedule upon returning to work and at any other time for any reason that falls 

within the provisions of the Ontario Human Rights Code and the AODA 

• The need for accommodation will be assessed and an individualized 

Accommodation Plan will be developed as needed to outline the modifications to 

the employee’s regular duties and/or schedule 

• Managers, in consultation with Human Resources, may request appropriate medical 

documentation, and   

• Managers will consult with Human Resources on the acquisition or purchase of any 

equipment that may be required in relation to the RTW and accommodation plan. 

The procedure notes that if temporary accommodations need to be extended beyond the 

date specified, updated medical documentation must be provided. For permanent 

accommodations, an annual check-in with HR is required, with the employee required to 

provide updated medical documentation to support their need for permanent 

accommodation every 3 years.  

Findings 

While the Safe Return to Work and Accommodation Policy states that the Health Unit will 

“make every reasonable effort to provide a workplace accommodation, to the point of 

undue hardship,” it does not state that providing workplace accommodation is a legal 

obligation under the Ontario Human Rights Code. 

While the Health Unit has an obligation to provide accommodation based on any human 

rights protected ground, by linking the provision of accommodation to return to work, it 

may seem that accommodation will only be provided based on disability.  
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This policy was assessed against the Ontario Human Rights Commission’s guide for 

developing an accommodation policy and procedure.16 This review found that the policy 

could be strengthened and better aligned with the Ontario Human Rights Code in the 

following ways:  

• Specifying that the Health Unit has a legal obligation to provide accommodation 

based on any human rights protected ground, including: 

o Disability 

o Older workers (disability) 

o Employees who observe religious holidays (creed) 

o Pregnant or nursing employees (sex) 

o Transgender employees (gender identity), and 

o Employees with caregiving responsibilities (family status). 

• Clearly stating that the Health Unit has a legal duty to provide accommodation, to 

the point of undue hardship 

• Specifying that the principals of accommodation will be applied to the process and 

the accommodations provided, i.e., respect for dignity, individualized 

accommodation, and inclusion and full participation   

• Specifying that accommodations may be made to the employee’s regular duties 

and/or schedule, and may also include, but is not limited to, the purchase of special 

equipment, building modifications, providing material in alternative formats, 

technical aids, work station adjustments, job redesign, leaves of absence, changes to 

organizational policies and practices 

• Noting that some accommodations are very simple and straightforward and do not 

require a formal process 

• Stating that all accommodation requests will be taken seriously, regardless of the 

format of the request 

• Stating that no one will be penalized for making an accommodation request 

• Specifying the Health Unit’s obligation to educate managers about accommodation, 

including the grounds on which accommodation is most likely requested, and the 

various types of disabilities, particularly those that are non-evident and sporadic 

• Stating the responsibilities of managers and Human Resources to: 

o Be alert to the possibility that a person may need an accommodation even 

if they have not made a specific or formal request 

 
16 http://www.ohrc.on.ca/en/policy-primer-guide-developing-human-rights-policies-and-procedures/7-
accommodation-policy-and-procedure 
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o Accept the person’s request for accommodation in good faith, unless there 

are legitimate reasons for acting otherwise 

o Obtain expert opinion, advice, or additional information where needed (but 

not as a routine matter) 

o Communicate regularly and effectively with the employee requesting 

accommodation, providing updates on the status of the accommodation 

and planned next steps 

o Maintain confidentiality 

• Stating the Health Unit’s obligation to implement accommodations in a timely 

manner 

• Stating the responsibility of the Health Unit to ensure that funding is provided for 

accommodation, regardless of the ability of an individual department to pay, and 

• Specifying that, as the Health Unit is a “single employer,” accommodation may be 

provided across bargaining units. 

Article 14 of the CUPE collective agreement addresses accommodation and recognizes that 

the duty to accommodate applies to both the union and employer. It states that both 

parties “commit themselves to finding co-operative solutions to workplace and/or 

contractual barriers to workers requiring accommodation as required by the Ontario 

Human Rights Code and the Accessibility for Ontarians with Disabilities Act.” Article 3.1 of the 

Ontario Nurses’ Association collective agreement refers to only accommodation for 

disabilities but not accommodations based on any other human rights protected ground.  

Recommendation 8: It is recommended that the Safe Return to Work and Accommodation 

Policy and Procedures be updated to address the identified issues and better align it with 

the requirements of the Ontario Human Rights Code.  

Recommendation 9: It is recommended that a separate Accommodation Policy be 

developed to address the Health Unit’s obligation to provide accommodation based on any 

Code protected ground. 

Recommendation 10: It is recommended that the proposed Accommodation Policy 

explicitly state that alternative work arrangements may be requested and provided as an 

accommodation based on any human rights protected ground, including disability and 

family status.  

Recommendation 11: It is recommended that MLHU provide appropriate education and 

training to all managers about their duty to accommodate employees based on any human 

rights protected ground. This training should also help managers understand the range of 

physical and mental disabilities, both evident and non-evident, and the other human rights 

protected grounds for which accommodation may be requested and the types of 
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accommodation that may be provided, including alternative work arrangements such as 

work from home, compressed work week, and alternate work hours. 

Recommendation 12: It is recommended that MLHU educate all employees about their 

rights regarding workplace accommodation and the process of obtaining said 

accommodation. MLHU should explain its legal obligations under the Ontario Human Rights 

Code as well as how accommodation helps employees to perform their best at work. When 

accommodation is presented in this context, employees will be less likely to view it as 

special treatment provided to some and not others. Employees should also understand the 

range of accommodation available, including alternative work arrangements such as work 

from home, compressed work week, and alternate work hours. 

Recommendation 13: It is recommended that the return to work process ensure that, if 

needed, an individualized workplace emergency response plan is created for employees 

with a disability who require accommodations to evacuate their workplace in an 

emergency  

Recommendation 14: It is recommended that MLHU work with the Ontario Nurses’ 

Association to enhance Article 3.1 to include accommodation for other Code-related 

grounds.  

Alternative Work Arrangements Policy 

At the time of this writing, this policy was being discontinued and a Remote Work and 

Hours of Work Policies being developed. 

Recommendation 15: It is recommended that the Remote Work and Hours of Work 

Policies currently in development be reviewed through an equity lens.   

Leave of Absence Policy  

This policy establishes the requirements pertaining to absences from work for all 

employees, including: 

• Bereavement Leave

• Educational Leave

• Family Health Days

• Jury Duty

• Personal Leave of Absence

• Sick Leave

• Family Medical Leave

• Emergency Leave, Declared Emergencies
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Consistent with legal and human rights requirements, employees continue to accumulate 

service and seniority rights while on parental/pregnancy leave.  

Findings 

The section on parental/pregnancy leave includes gendered language that should be 

updated, including: 

• An employee is entitled to 17 weeks of unpaid pregnancy leave if she (emphasis 

ours) has worked for the Health Unit for at least 13 weeks before the expected date 

of delivery of the child, and 

• Natural mothers (emphasis ours) who request parental leave must commence this 

leave immediately following their pregnancy leave.  

This language is also reflected in both collective agreements.  

The policy also fails to state that: 

• Benefits to cover earnings interruption during pregnancy and/or parental leave are 

available from the Employment Insurance Program. Employees are advised to 

contact the program to arrange for benefits during their pregnancy and/or parental 

leave of absence from employment. 

• The employee will not lose seniority and will continue to earn credit for seniority 

during their pregnancy and/or parental leave. 

 

While the collective agreements also specify that parental leave applies to “a person with 

whom a child is placed for adoption and a person who is in a relationship with the parent 

of a child and who intends to treat the child as their own,” this policy does not specify that 

it extends to adoption.  

Recommendation 16: It is recommended that the Leave of Absence Policy and the 

collective agreements be updated to remove gendered language. 

Recommendation 17: It is recommended that the Leave of Absence Policy be updated to 

address leaves for employees who adopt a child or who are in a relationship with the 

parent of a child and intend to treat the child as their own. 

Recommendation 18: It is recommended that the Leave of Absence be updated to state 

that a leave may be a form of accommodation and to state the Health Unit’s commitment 

to comply with the Ontario Human Rights Code by providing accommodation to the point of 

undue hardship.  

Recommendation 19: It is recommended that this policy reflect the availability of job-

protected family medical leave and compassionate care leave allowed for through the 

Employment Standards Act.  
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Ergonomics Policy 

This policy is intended to “prevent the occurrence of musculoskeletal disorder (MSD) 

workplace injury and reduce the severity of MSD injuries that do occur.” It allows for an 

ergonomic review to be conducted by the employee’s manager or designated when: 

• An employee requests any new equipment (e.g., keyboard, mouse, desk) to address 

MSD issues/concerns 

• An employee provides medical documentation in relation to MSD risk and/or 

equipment, or  

• An employee reports discomfort in relation to workstation setup. 

Findings 

While special equipment, including ergonomic keyboards and standing desks, may be a 

form of accommodation under the Ontario Human Rights Code, this policy does not 

mention the Health Unit’s obligations to provide accommodation short of undue hardship 

and the duty to provide accommodation based on grounds other than disability, such as 

pregnancy.   

Recommendation 20: It is recommended that the Ergonomics Policy be updated to reflect 

the Health Unit’s obligation to provide new equipment as an accommodation based on any 

human right protected ground, short of undue hardship. 

Scent-Free Organization Policy  

The purpose of this policy is “to provide an indoor work environment for employees that 

reduces the possibility of increased sensitivity and/or allergic response to scented 

products.” It requires that employees refrain from wearing or bringing any scented 

products to which others may have a sensitivity or allergic response into the workplace.  

Employees who suffer a sensitivity or allergic reaction to a scented product are encouraged 

to discuss their concern with their peers and/or their manager/director. If the concern is 

not resolved by the employee’s manager, the employee is encouraged to discuss the issue 

with the Joint Occupational Health and Safety Committee. 

Findings 

Under the Ontario Human Rights Code, employers are legally obligated to accommodate 

people with disabilities, which may include asthma, allergies, and even sensitivity to 

fragrance. However, this policy does not mention the Health Unit’s obligations to 

accommodate scent sensitivity short of undue hardship. 

In addition, the policy should address the Health Unit’s duty to: 

• Educate employees on the policy 

• Post notices in the workplace when a scent sensitivity has been identified 
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• Post notices that construction/re-modeling, waxing, shampooing, painting, spraying, 

etc., will be conducted 1 week beforehand so that affected personnel can make 

arrangements or have their duties modified during that time 

• Put the policy statement notice on all appointment cards, stationery, room booking 

notices, employment postings, etc. 

• Decide on wording for “Scent Free” signs and where the signs will be posted, and 

• Consistently enforce the policy.  

Recommendation 21: It is recommended that the Scent-Free Workplace Policy be updated 

to reflect the Health Unit’s obligation to accommodate an employee with scent sensitivity, 

short of undue hardship.  

Fit to Work (Impairment From Alcohol and Other Drugs) Policy 

This policy outlines “expectations regarding the use/consumption of alcohol and other 

drugs that can impact fitness to work during work hours, and actions the organization will 

take where there are concerns about possible impairment and fitness to work.” 

This policy recognizes that the Ontario Human Rights Code defines drug and alcohol 

dependence as a disability and recognizes the Health Unit’s duty to provide 

accommodation and support employees in accessing confidential assessment, counselling, 

treatment, and after-care services.  

Findings 

No issues were identified with this policy.  

Performance Appraisal Policy 

This policy is designed to “ensure that a formal appraisal system exists in which employees 

obtain specific feedback about their work performance.” 

Findings 

While the Accessibility for Ontarians with Disabilities Act Policy, consistent with the AODA, 

requires that the Health Unit take into account the accessibility needs of its employees with 

disabilities as well as any individual accommodation plans when providing career 

development and performance management, this is not mentioned in the Performance 

Appraisal Policy. 

Recommendation 22: It is recommended that the Performance Appraisal Policy be revised 

to address the AODA requirements that the accessibility needs of employees with 

disabilities be considered in the performance appraisal process.  

Retirement and Resignation Policy 

This policy outlines the procedures to be followed for employees who retire to an OMERS 

pension or those who resign.  
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This policy allows for exit interviews to be conducted upon request by the employer or 

employee. It allows for the interview to be conducted by the Human Resources or Labour 

Relations Manager, or by the Manager or Director of the exiting employee’s choice.  

Findings 

While the policy states that exit interviews are held at the requires of the employer or 

employee, Human Resources reports that all employees are provided with the exit survey, 

and it is the formal interview which is held at the request of the employer or employee.  

Recommendation 23: It is recommended that the Retirement and Resignation Policy state 

that all exiting employees are to be provided with the exit survey, and specify that it is the 

formal interview which will be held at the request of the employer or employee.  

Recommendation 24: It is recommended that the Retirement and Resignation Policy 

require that Human Resources summarize the information from exit surveys and 

interviews on an annual basis to identify any potential areas of concern for Indigenous 

peoples or members of the equity-seeking groups.  

Exit Interview Questionnaire 

The exit interview asks the exiting employee to identify the division, team, position, last 

manager, and length of employment. They are asked to select from a list, their reason for 

leaving. The list includes another career opportunity, retirement, relocation, contract end 

and found new employment opportunity, or to attend school. They are then asked to rate 

the following from poor to excellent: 

• Appropriate supervision, direction and support 

• Availability of tools and resources to perform job effectively 

• Benefits 

• Career advancement 

• Communication between you and your manager 

• Opportunity for growth 

• Recognition of your work 

• Relationships with your co-workers 

• Salary 

• Team dynamics and work relationships 

• Vacation and time off 

• Work environment and corporate culture 

• Work/life balance 

• Workload / educational assistance. 
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While the responses to the questionnaire for people who left MLHU over 2018 and 2020 

were overwhelmingly positive, some respondents identified a number of areas that as 

poor, needs improvement, or fair. Employees are able to provide comments on the survey 

to provide further details on the concerns with the organization. If they do want to share 

their concerns, the employee is also able to request an exit interview or if employer is 

aware of concerns the employer may request an interview.   

Recommendation 25: It is recommended that the exit survey include questions about 

equity, diversity, and inclusion to allow MLHU to better understand the experiences of 

Indigenous staff and those from the equity-seeking groups and how these experiences may 

contribute to them leaving the organization.  

Recommendation 26: It is recommended that on an annual basis Human Resources 

summarize information from both the exit survey and exit interviews to present to the 

senior leadership team to identify areas of concern and efforts taken / plans to address the 

identified concerns.   

Harassment and Discrimination Policy 

This policy is intended to facilitate “compliance with the freedom from harassment and 

discrimination provisions of the Ontario Human Rights Code (the Code) and the 

Occupational Health and Safety Act (OHSA).” 

This policy was assessed against the Ontario Human Rights Commission’s guide for 

developing anti-harassment and anti-discrimination policies17 as well as he Canadian 

Human Rights Commission’s guide18 This assessment found the following strengths of the 

policy: 

• Defines discrimination and harassment, including association or relationship with a 

person identified by one of the protected grounds 

• Specifies that harassment or discrimination in any form will not be tolerated, 

condoned, or ignored 

• Identifies retaliation and reprisal as well as complaints made in bad faith as 

violations of the policy 

• Specifies that gender-based harassment is also considered sexual harassment 

• Identifies the responsibilities of the Board of Health and Senior Leadership Team, 

directors and managers, and all workers, and  

• Defines terminology, including discrimination, harassment, workplace, and sexual 

harassment. 

 
17 http://www.ohrc.on.ca/en/policy-primer-guide-developing-human-rights-policies-and-procedures/5-anti-
harassment-and-anti-discrimination-policies 
18 https://www.chrc-ccdp.gc.ca/eng/content/anti-harassment-policies-workplace-employers-guide 
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Findings 

The policy can be strengthened to better align it with the requirements of the Ontario 

Human Rights Commission and best practices by explicitly addressing the following: 

• Defining condonation, failure to accommodate, poisoned work environment, and 

interference and identifying them as violations of the policy 

• Specifying that the policy also applies to behaviours that arise out of employment 

and occur at or away from the workplace, and during or outside working hours, 

provided that such occurrences have some negative effect on the working 

relationship; and also to communications via telephone, email, or other electronic 

communications 

• Indicating that people may experience discrimination and harassment based on the 

intersection of multiple grounds of discrimination (“intersectionality”) 

• Noting that while the definition of harassment states a “course of conduct,” a single 

significant incident may be sufficiently offensive to meet the definition of 

harassment 

• Specifying the organization’s responsibility to take action to: 

o Educate employees about the policy and their right to work in an 

environment that is free from harassment and discrimination 

o Develop a complaint process  

o Hold managers accountable for working with Human Resources to respond 

to and resolve complaints of harassment 

o Ensure that all reports of workplace discrimination and harassment are 

appropriately investigated 

o Provide for the monitoring and evaluation of the application of the policy, 

such as the collection and analysis of employee comments, feedback from 

investigators and managers, and information collection through exit 

interviews to inform the monitoring and review of the policy 

• Specifying that managers have a responsibility to: 

o Model the behaviours they expect from employees 

o Be aware of what’s happening in the workplace 

o Respond to and resolve complaints of harassment  

o Address issues that they become aware of regardless of whether 

employees make a complaint 

o Keep a record of all discussions with employees who raise concerns under 

this policy as well as their response to the situation 

• Specifying the rights of complainants and respondents in the investigation process 

(e.g., the right of the complainant to have a person of their choice accompany them 
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during the process, to be informed about the progress of the complaint, etc.; and 

the right of the respondent to be informed of the complaint, to be given a written 

statement of the allegations and to respond to them, etc.) 

• Specifying that Human Resources should annually prepare a report for the Senior 

Leadership Team on the number and type of complaints and any trends and 

systemic issues that ought to be addressed proactively 

• Specifying a time frame within which a complaint can be made (e.g., 6 months after 

the incident) 

• Stating that efforts should be made to resolve the concern at the earliest possible 

stage in a collaborative and respectful manner through offering Alternative Dispute 

Resolution, where appropriate, and as recommended by the OHRC 

• Delineating the monitoring and evaluation of the application of the policy, such as 

the collection and analysis of comments and feedback from employees and 

investigators  

• Specifying that properly discharged responsibilities relating to employee work 

requirements, such as performance appraisals, instruction and counselling, and job 

duties, do not constitute harassment, and 

• Providing an overview of the investigation process, including the timelines within 

which an investigation will be initiated, that a written report will be prepared, the 

situations in which investigations will be conducted by a third party, and where and 

by whom investigation reports will be maintained. 

Recommendation 27: It is recommended that the Harassment and Discrimination Policy 

be updated to better align it with the requirements of the Ontario Human Rights 

Commission and best practices. 

Procedure for Reporting and Responding to Complaints of Harassment/ 

Discrimination 

This procedure supports the implementation of the Harassment and Discrimination Policy. 

It specifies what employees can do if they feel they have experienced discrimination or 

harassment, including speaking to the person responsible for the behaviour, reporting the 

behaviour to a manager, director, or Human Resources, and keeping a written log of the 

behaviours. It goes on to provide the process for investigation and resolution, corrective 

and disciplinary action, reporting to regulatory bodies, and support for workers 

experiencing or affected by harassment or discrimination.  

Findings 

No issues were identified with this procedure. 

Workplace Violence Policy 

This policy facilitates the Health Unit’s compliance with the Occupational Health and Safety 

Act, with the goal of minimizing “the possibility of violent incidents occurring in MLHU 
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workplaces, including domestic violence, and to ensure that incidents of workplace violence 

are responded to and managed appropriately.”  

The policy: 

• States MLHU’s commitment to preventing workplace violence and protecting 

workers from all sources of workplace violence, including domestic violence 

• Empowers workers not to enter, or remain in, any situation in which they feel their 

safety is at risk from violence, attempts at violence, or threats of violence, including 

verbal aggression and intimidating behaviours that the worker believes could cause 

physical injury 

• Commits the Health Unit to investigate all reported incidents and complaints of 

workplace violence, including domestic violence, and 

• Shares information relating to workplace violence, including the potential risk of 

workplace violence arising from domestic violence, with respect for the 

confidentiality, privacy, and dignity of the workers and others involved. 

Findings 

No issues were identified with this policy.  

Employee Engagement Survey 

MLHU periodically conducts an employee engagement survey.  The survey asks employees 

to rate their experiences at the Health Unit in a number of areas, including: 

• Employee engagement 

• Employee enablement 

• Authority and empowerment 

• Clear and promising direction 

• Collaboration 

• Confidence in leaders 

• Development opportunities 

• Pay and benefits 

• Performance management 

• Quality and customer focus 

• Resources 

• Respect and recognition 

• Training 

• Work, structure, and process. 
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Based on the responses, the organization creates Effectiveness Profiles that arrange people 

into four different groups based on levels of Engagement and Enablement and compares 

the size of these groups to established benchmarks. The data is used for MLHU to develop 

action plans based on the results. 

The 2017 report identified the highest dimensions as: 

• Quality and customer focus (74% favourable)

• Resources (71%)

• Respect and recognition (69%)

• Clear and promising direction (68%)

The lowest dimensions are identified as: 

• Developmental opportunities (54%)

• Confidence in leaders (51%)

• Collaboration (46%)

• Work, structure, and process (44%)

Policy Gaps 
A number of policy gaps were identified in MLHU’s employment policy framework. 

Employment Equity Policy  

MLHU does not have a policy that commits the organization to creating a diverse 

workforce, equitable policies and practices, and an inclusive organizational culture. Such a 

policy would also identify the groups identified for employment equity because they 

experience persistent and systemic discrimination in employment, and specify the Health 

Unit’s commitment to closing any identified gaps in representation for Indigenous peoples 

and for the equity-seeking groups.  

This policy would also commit MLHU to various actions to implement the policy and 

identify the roles and responsibilities of senior leaders, managers, and employees to 

support its implementation.   

Recommendation 28: It is recommended that MLHU develop an Employment Equity 

Policy. 

Religious Accommodation  

The Ontario Human Rights Code requires that MLHU accommodate employees based on 

any human rights protected ground, including religion, short of undue hardship. The 

common workplace issues related to religion concern dress code, time off for religious 

observance, provision of prayer space, as well as scheduling of breaks, shifts, and 

interviews.  
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In addition, the Health Unit can ensure that it acknowledges a wide variety of religious and 

cultural celebrations to create a sense of inclusion for all employees, but also to educate 

employees about the diverse religions and cultures of staff and the communities served.  

In addition, the Health Unit can promote inclusion by adopting a policy to avoid scheduling 

meetings on major religious holidays. This saves employees from having to ask for 

individual accommodation and saves the organization the time and resources required to 

reschedule these meetings. 

Recommendation 29: It is recommended that the Health Unit address religious 

accommodation, either within the Accommodation Policy or through a separate Religious 

Accommodation Policy, and state its legal obligation to provide religious accommodation, 

short of undue hardship, including breaks, prayer space, scheduling of shifts, and 

scheduling of interviews. The policy should identify the roles and responsibilities of human 

resources, managers, and employees. It should also clearly state that any reprisal against 

an employee for requesting or receiving accommodation is a violation of the policy. 

Recommendation 30: It is recommended that the Health Unit educate employees about a 

variety of religious and cultural celebrations. 

Recommendation 31: It is recommended that the Health Unit share a calendar of 

significant religious holidays and communicate to managers that they should refrain from 

scheduling meetings on major religious holidays. 

Use of Traditional Medicines Policy 

The Ontario Human Rights Code requires that MLHU accommodate Indigenous employees’ 

desire to smudge or engage in pipe ceremonies, short of undue hardship. This may include 

changing the ventilation or fire-safety features of a room to allow for the practice of 

smudging in a timely and safe way, in consultation with the landlord(s). 

Recommendation 32: It is recommended that the Health Unit develop a Smudging and 

Pipe Ceremonies Policy that supports the organization’s legal obligation to protect, 

promote, and facilitate Indigenous traditions and ceremonies, including smudging and pipe 

ceremonies, in support of the Health Unit’s commitment to reconciliation. The policy 

should identify the roles and responsibilities of human resources, managers, and 

employees, and also be aligned with the procedures of the Scent Free Policy. It should also 

clearly state that any reprisal against an employee for requesting or receiving 

accommodation is a violation of the policy. 

Preferred Names and Pronouns  

For many reasons, a person may choose to use a name (sometimes known as a preferred 

name, chosen name, a nickname, or a name-in-use) that is different from a person’s legal 

name. There are many reasons why someone may use a preferred name. It may be to 
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reflect gender identity, using a nickname they have grown up with, using shortened 

versions of their name, going by an Canadianized name, or distinguishing oneself from 

someone with a similar name. In addition, allowing people to identify their preferred 

gender pronouns is a way of promoting inclusion for transgender and genderqueer people.  

MLHU could support the use of preferred names and pronouns by developing a Preferred 

Name and Pronoun Policy, and also encouraging staff to include their pronouns on their 

email signature. There may be circumstances (e.g., when conducting a reference check, for 

payroll, etc.) when a legal name is required. These circumstances should be addressed in 

the policy and procedures.  

Providing education to staff is also important to establish norms of respect in the 

organization and to ensure that all staff understand that using preferred names and 

pronouns signals their willingness to be inclusive to everyone.  

Recommendation 33: It is recommended that MLHU develop a policy and procedures for 

employees to identify, upon hiring (and potentially even interviewing), if they have a 

preferred name that is different than their legal name, as well as procedures to support the 

use of their preferred name unless use of one’s legal name is required.  

Recommendation 34: It is recommended that MLHU educate staff about the use of 

preferred names and pronouns.  

Transitioning in the Workplace Policy 

The process of a transgender individual publicly changing their gender presentation in 

society is known as “transitioning.” The transitioning individual usually changes their name, 

clothing, and appearance to coincide with their gender identity. This process may also 

encompass physical changes resulting from hormone therapy and gender confirmation 

surgery. 

Because of existing stereotypes both in the workplace and society in general, many 

transgender individuals simultaneously face difficult situations and interactions in their 

personal, professional, family, and financial lives. This can lead to high stress levels, 

particularly when individuals are in the initial stages of transitioning. 

As such, it is important that the individual be supported to work with their manager and 

human resources representative in an open and honest way to allow a smooth transition in 

the workplace. It is also imperative that the organization have a policy and guidelines to 

support this transition. This policy should recognize that each individual transitioning is 

dealing with a set of unique circumstances that will require a customized plan. 

Recommendation 35: It is recommended that the Health Unit develop policies and related 

guidelines to support transgender employees who may be transitioning at work.  
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Recommendations Applicable to All Policies 

The policy review also identified a few issues applicable to all MLHU policies.  

Recommendation 36: It is recommended that the policy review process be used as an 

opportunity to ensure compliance with equity-related legislation, that equity, diversity, 

inclusion, and Indigeneity are woven into the fabric of all policies, and that this be used as 

an opportunity to use gender-neutral language in these policies.  

7. Recruitment and Selection Processes and Practices 
The purpose of the recruitment process is to attract a diverse pool of qualified applicants 

to fill vacant positions. An organization’s method of recruitment contributes greatly to the 

diversity of its workforce. For example, the diversity among applicants in response to a 

vacancy advertised in a national newspaper will likely be different from the diversity among 

applicants in response to a job opening advertised by word of mouth through existing 

employees. 

The selection process includes activities designed to identify a qualified candidate for 

appointment to a vacant position. Selection systems are closely linked to the recruitment 

system — the recruitment system provides the candidates who go through the selection 

process. 

The nature of the selection process renders it susceptible to systemic barriers and 

individual biases. Consequently, it is important to ensure that only clearly defined job-

related criteria are used to assess candidates at each stage of the process and that steps 

are taken to mitigate gender, cultural, and personal biases. These biases can impact not 

only who is selected for an interview, but also how merit is assessed and how candidates 

are viewed against these established criteria. 

While a formal process does not guarantee the complete elimination of subjectivity, it does 

help to reduce the level of subjectivity. Without a formal selection process in place, 

individuals may unintentionally work against the organization’s human rights obligations 

and its efforts to diversify the workforce.  

The components of the recruitment, hiring, and selection process discussed in this section 

include: 

1. Job postings 

2. Advertising job openings 

3. Selection criteria 

4. Prescreening 

5. Assessment of candidates 
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6. Background checks 

7. Making the hiring decision, and 

8. Competition files. 

7.1 Job postings 
The wording of the information contained in a job ad has the effect of limiting or 

broadening the applicant pool. In addition to describing the duties of the job, organizations 

with equity programs typically include wording that presents them as an organization that 

is welcoming to applicants from diverse communities, backgrounds, and identities, which 

helps to attract job seekers from Indigenous communities and the equity-seeking groups. 

In addition, other information on the job ad supports candidates from Indigenous 

communities and the equity-seeking groups to learn more about the job opening and to 

apply for the position. 

Content and language used 

The job ads reviewed were written in clear, unbiased language and included the following 

information: 

• The division the person will work in  

• Job duties 

• Educational requirements 

• Experience, e.g., minimum 5 years of purchasing or related experience in a public 

sector environment is required  

• Qualifications, including professional registrations 

• Required skills, e.g., computer, interpersonal, negotiation, and effective verbal and 

written communication skills, and 

• The duration of the position, if temporary. 

While MLHU job postings specify the pay type (e.g., salary versus hourly wage), the actual 

salary range is not included in the job postings. Instead, individuals selected for a 

prescreening interview are told of the salary at that time or are asked about their salary 

expectations. Including the salary range on the job ad, as many public sector organizations 

do, helps job seekers decide whether or not to apply for the position.  

Recommendation 37: It is recommended that the salary range be included on each job 

posting.  

Equity Statement 

The Employment Opportunities webpage includes MLHU’s equity and accommodation 

statement:  
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The Middlesex-London Health Unit is an equal opportunity employer that is 

committed to inclusive, barrier-free recruitment and selection processes.  

While MLHU’s equity statement speaks to the selection process, there is no stated 

commitment to diversifying the workforce to reflect the diversity of, and to better serve, 

the increasingly diverse Middlesex-London community.  

MLHU’s equity statement could be reworded to be more encouraging to Indigenous 

applicants and those from the equity-seeking groups. For example, some organizations 

word their equity statements in the following way: 

[This organization] is committed to equity in employment. As an equal 

opportunity employer, we are committed to establishing a qualified 

workforce that is reflective of the diverse population we serve. We encourage 

applications from Indigenous peoples, racialized people, persons with 

disabilities, and those who identify as LGBTQ2S+. 

Recommendation 38: It is recommended that MLHU update its equity statement to reflect 

a stronger commitment to attracting and hiring job seekers from Indigenous communities 

and the equity-seeking groups.  

Accommodation Statement 

The Employment Opportunities webpage also includes the following accommodation 

statement: 

Accommodations are available, upon request, to support potential applicants 

with disabilities throughout the recruitment process. Should you require 

accommodation, please contact our Human Resources Department at 519-

663-5317 or at accessibility@mlhu.on.ca. 

A similar statement is also included on the individual job ads: 

Accommodations are available, upon request, to support potential applicants 

with disabilities throughout the recruitment process. Should you require 

accommodation, please indicate in your cover letter and we will work with 

you to meet your accessibility needs. 

The accommodation process used by MLHU during the selection process is not consistent 

with Section 23 of the AODA Integrated Standards.19 The standard states that during a 

recruitment process, an employer shall notify job applicants when they are individually 

selected to participate in an assessment or selection process that accommodations are 

available upon request in relation to the materials or processes to be used.  

 
19 https://www.aoda.ca/integrated/#raosp 
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In addition, requiring an applicant to disclose their need for accommodation in their cover 

letter could impact how the résumé is read and whether the applicant is invited for an 

interview. Persons with disabilities may also be hesitant to disclose the need for 

accommodation prior to making it to the interview stage, as they may feel that the 

disclosure could impact whether or not they are selected for an interview.   

While MLHU must meet specific requirements under the AODA, it also has a legal duty 

under the Ontario Human Rights Code to provide accommodation in the selection process 

based on any human rights protected ground. 

Recommendation 39: It is recommended that MLHU’s accommodation statement be 

revised as follows: 

MLHU is committed to providing accommodations based on any human 

rights protected ground throughout the recruitment and selection process. If 

you require accommodation, please notify us when contacted for an 

interview and we will work with you to meet your needs.  

Recommendation 40: It is recommended that MLHU revise its process so that the 

description of the selection process is made available to all candidates and that they are 

then asked, when invited for an interview, whether they require accommodation based on 

any human rights protected ground to participate in the process. 

7.2 Advertising job openings 

Employment Opportunities webpage 

MLHU uses its Employment Opportunities webpage as one means of advertising job 

openings to the public. This review found several positive aspects to MLHU’s website that 

would encourage job seekers from Indigenous communities and the equity-seeking groups 

to apply to a position with the Health Unit. The link for the Career and Volunteer 

Opportunities webpage is accessible from the homepage and is therefore easy for job 

seekers to locate and access. The MLHU webpage provides information about the 

organization, its programs and services, clinics and classes, and location. The Employment 

Opportunities page also provides access to available job postings, information for 

applicants, and a link to the Candidate Portal through which they can apply for positions. 

The webpage states: 

Please note: applicants will need to create an online account to apply. We do 

not accept unsolicited résumés.  

The statement on the MLHU webpage about not accepting unsolicited résumés is not 

consistent with the organization’s Recruitment and Hiring Policy. The policy states that 

“unsolicited résumés will be reviewed by Human Resources and the appropriate 
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Director/Manager, who will decide whether or not to retain the application for six months 

on the basis that the candidate may be suitable for positions that become available.”  

MLHU’s Employment Opportunities webpage could better support job applicants by 

providing additional information, including: 

• Information on the selection process and what a candidate should expect if invited 

for an interview, and 

• Information for foreign-trained professionals on how to have their academic 

credentials evaluated.  

Recommendation 41: It is recommended that an FAQ section be added to answer a range 

of questions applicants may have about the selection process, including what to expect if 

invited for an interview and how foreign-trained professionals can have their academic 

credentials evaluated.  

Recommendation 42: It is recommended that the proposed FAQ section also address 

questions that job seekers may have about requesting accommodation, such as “What is 

accommodation?” and “Will asking for accommodation affect MLHU’s hiring decision?” 

Examples of the types of accommodations that may be provided could be included to help 

job applicants understand whether they should be requesting accommodation. Job seekers 

should also be informed that accommodation will be provided based on any human rights 

protected ground, including disability, family status, and religion.  

Recommendation 43: It is recommended that the Recruitment and Hiring Policy and/or 

the information on the Employment Opportunities webpage be revised to ensure 

consistency between policy and practice with respect to the handling of unsolicited 

résumés. 

Advertising job openings 

Broader advertising is conducted through online employment websites and professional 

associations for specialist and professional positions. 

Outreach recruitment 

Outreach recruitment has been a valuable, practical, and successful tool for many 

employers to reach members of diverse communities and ensure greater diversity within 

the applicant pool. Not only does outreach recruitment encourage a more diverse 

applicant pool for the positions currently vacant, but it also signals to those from diverse 

communities, backgrounds, or identities that the organization is welcoming to people like 

them, which could then increase the likelihood that they may consider applying to job 

openings in the future. Without the relationship building that is inherent in outreach 

recruitment, job seekers may hear about specific job openings but not apply if they 
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perceive the organization to be a “closed shop” and unwelcoming to people from their 

community, background, or identity.  

Many of the employees with whom we spoke for this review shared their perception that 

MLHU staff do not reflect the diversity of the region’s population. They shared their view 

that this lack of diversity doesn’t result from barriers in the hiring process, but instead 

reflects the lack of diversity in the applicant pool. Managers who expressed a commitment 

to creating a more diverse workforce felt that they often don’t have a diverse applicant pool 

from which to hire.  

While some outreach recruitment has been conducted for specific positions, including 

sharing job ads with community agencies, MLHU does not routinely engage in outreach 

recruitment in order to increase diversity among its applicant pool. 

Recommendation 44: It is recommended that MLHU engage in targeted outreach 

recruitment to attract applicants from diverse communities, backgrounds, and identities, 

particularly Indigenous and racialized applicants. 

Police Records Check 

The Employment Opportunities webpage states that “All offers of employment are 

conditional upon successful candidates providing a clear Police Vulnerable Sector Check.” 

This statement conflicts with the Vulnerable Sector Screening Policy in two ways. First, the 

policy states that only employees, students, and volunteers who might have contact with 

clients that are part of a vulnerable population in the course of their employment or during 

a public health emergency will be required to provide a PVSC upon being hired and an 

annual Offence Declarations thereafter. Second, in the event that the PVSC identifies an 

issue in the employee’s background, the policy outlines a process for the employee to 

submit a written explanation of the circumstances to Human Resources and for an 

appropriate course of action to be considered given the circumstances of the situation. As 

such, the employee is not necessarily required to have a clear PVSC.  

The requirement that all job seekers provide a criminal record check for any position with 

the Health Unit is unnecessary and could violate the Ontario Human Rights Code. The 

Ontario Human Rights Commission states that a job candidate’s record of offences should 

be considered only if it is job related: 

Employers must look at a person’s record of offences and consider whether 

the offence would have a real effect on the person’s ability to do the job and 

risk associated with them doing it. Employers can refuse to hire someone 
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based on a record of offences only if they can show this is a reasonable and 

bona fide qualification.20  

Furthermore, the Ontario Human Rights Commission states that if the organization wants a 

police records check as part of its hiring process, it must be prepared to justify the decision 

using “the test set out by the Supreme Court of Canada for assessing whether a policy, 

practice or requirement is reasonable and bona fide.”21 Requiring a criminal record check 

for every position could fail this test, as it is not a bona fide job requirement. 

Moreover, stating the need for a criminal record check on each job ad could create barriers 

to job seekers who may want to apply to the Health Unit, but feel that their criminal record 

would preclude them from employment. This would impact job seekers from the trans, 

Black, and Indigenous communities in particular, as they disproportionately have 

encounters with police because of racial profiling;22 face transphobia and racism in the 

criminal justice system,23 resulting in criminal convictions for minor offenses and/or 

survival-based crimes (e.g., trespassing); and face structural racism, which places them at 

risk of criminalization.  

Recommendation 45: It is recommended that the information contained on the 

Employment Opportunities webpage regarding Police Vulnerable Sector Checks be 

consistent with the organization’s policy.  

Recommendation 46: It is recommended that the proposed FAQ section of the website 

indicate that a criminal record is not in itself a barrier to hiring. Instead, the FAQ should 

indicate that if a qualified candidate has a criminal record, Human Resources will consider 

the nature, date, and extent of the criminal record to assess whether the candidate is 

suitable for the position. This section can also state MLHU’s acknowledgement that that the 

criminal justice system historically and presently perpetuates injustices and barriers for 

specific groups, and that the Health Unit will keep this in mind when assessing candidates. 

  

 

20 Ontario Human Rights Commission. http://www.ohrc.on.ca/en/code_grounds/record_of_offences 

21 Ontario Human Rights Commission. http://www.ohrc.on.ca/en/iv-human-rights-issues-all-stages-employment/6-
requesting-job-related-sensitive-information 

22 See: Ontario Human Rights Commission. (2003, October 21). Paying the price: The human cost of racial profiling. 
http://www.ohrc.on.ca/en/paying-price-human-cost-racial-profiling;  

23 See: Government of Ontario. (1995). Report of the Commission on Systemic Racism in the Ontario Criminal 
Justice System. Retrieved from http://www.ontla.on.ca/library/repository/mon/25005/185733.pdf; Rankin, J., 
Winsa, P., & Ng, H. (2013, March 4). Unequal justice: Aboriginal and black inmates disproportionately fill Ontario 
jails. Toronto Star. Retrieved from 
https://www.thestar.com/news/insight/2013/03/01/unequal_justice_aboriginal_and_black_inmates_disproportio
nately_fill_ontario_jails.html 

Appendix A: 24-21

http://www.ohrc.on.ca/en/code_grounds/record_of_offences
http://www.ohrc.on.ca/en/iv-human-rights-issues-all-stages-employment/6-requesting-job-related-sensitive-information
http://www.ohrc.on.ca/en/iv-human-rights-issues-all-stages-employment/6-requesting-job-related-sensitive-information
http://www.ohrc.on.ca/en/paying-price-human-cost-racial-profiling
http://www.ontla.on.ca/library/repository/mon/25005/185733.pdf
https://www.thestar.com/news/insight/2013/03/01/unequal_justice_aboriginal_and_black_inmates_disproportionately_fill_ontario_jails.html
https://www.thestar.com/news/insight/2013/03/01/unequal_justice_aboriginal_and_black_inmates_disproportionately_fill_ontario_jails.html


MIDDLESEX-LONDON HEALTH UNIT 

Diversity and Inclusion Assessment: Employment Systems Review  

 

 

© TURNER CONSULTING GROUP INC.   47 

7.3 Selection criteria 
Our review of job ads indicates that the selection criteria specified on the job ads appear to 

be consistent with the requirements of the job. 

Qualifications 

The review of competition files found that questions related to the candidate’s ability to 

work with a diverse group of co-workers, deliver services to a diverse group of clients, 

conduct research or analyze data through an anti-oppressive lens, or manage a diverse 

group of employees were not typically asked in interviews. In fact, we found only one file 

that included knowledge of health equity or ability to work with a diverse community as 

qualifications for the position. While reference was made to working with “individuals and 

families who are at risk and/or experiencing challenges” or knowledge of additional 

languages, no mention was made about the need for experience working with diverse 

cultural communities or working with people from diverse gender or sexual identities. Most 

notably, questions related to this competency were not asked in competitions for frontline 

health care positions or for leadership and supervisory positions. 

Driver’s Licence 

Our review of job ads indicated that a number of positions included a requirement for “a 

valid driver’s license and access to reliable transportation.” For these positions it was clear 

that regular travel throughout the community was a requirement of the job. 

In addition, in many of these cases, the pre-screening interview was appropriately used to 

confirm this information by asking the candidate the following question: 

This position requires travel throughout London and Middlesex County, and 

also requires transporting equipment (i.e. portable chair), instruments, and 

supplies. Do you have regular access to a reliable vehicle?   

Equivalencies 

In our consultations, concerns about credentialism were raised as a barrier to the hiring of 

a more diverse workforce. In order to overcome this barrier, many organizations indicate in 

their job postings the education and experience requirements needed for a position and 

then state “or equivalent education and years of experience.” 

Recommendation 47: It is recommended that job descriptions and job ads indicate that 

qualified candidates must have the skills and knowledge needed to work with an 

increasingly diverse population as well as the skills related to and knowledge of health 

inequities, how they are perpetuated, as well as how to address them, specific to the 

requirements of the job.  

Recommendation 48: It is recommended that an equivalent combination of education and 

years of work experience, informal and volunteer experience, as well as lived experience be 
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accepted for positions that do not require a specific degree, certificate, or professional 

designation, and those engaging in hiring are educated regarding assessing and 

considering equivalency, with screening and recruitment tools reflecting this.   

7.4 Prescreening 
Initial prescreening is conducted by Human Resources staff. Depending on the position, 

hiring managers may participate in the initial screening step or may review the candidates 

deemed qualified in order to identify which candidates to invite for an interview.  

The screening is based on the minimal requirements (e.g., education and experience) listed 

in the job ad. For internal postings of unionized positions, there is no flexibility on the 

prescreening criteria, as the educational and experiential requirements have been 

negotiated with the bargaining unit.  

A completed prescreening form was included in some but not all competition files. In some 

cases, a prescreening tool was included but was left blank. 

In addition, while most of the prescreening process appeared to focus on the qualifications 

and skills required for the position, in some cases the information on the prescreening 

form indicated that criteria not related to the candidates’ skills and abilities were 

considered. These included comments such as “referred by [name]” and “currently 

unemployed.” 

For most of the competitions reviewed, it appeared that a prescreening telephone 

interview was conducted. The questions were used in many cases to confirm educational 

requirements, driver’s licence and access to reliable transportation, ability to work a flexible 

schedule (if required), salary, and start date if hired. While the telephone interview appears 

to focus on confirmation of the qualification and skills for the position, in a few cases it 

appears that it was used to assess non-job-related criteria, such as whether the applicant 

had “positive energy,” which is not only highly subjective, but can be culturally biased.  

In addition, questions such as “Can you tell me what interests you about working in public 

health?,” “Why are you interested in making this career move?,” and “Why are you 

interested in MLHU?” were asked. Not only are these not job-related questions, but the 

assessment of the “right” answer can be highly subjective.  

In addition, because the salary was not included in the job postings reviewed, the 

prescreening telephone interview was used to inform candidates of the salary range for the 

position. For example, some form of the following was included in many of the files 

reviewed: 

The compensation range for this position is $22.70/hour to $28.38/hour. Is 

this in alignment with what you’re looking for? 
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However, in other files, candidates were asked about their salary expectations. Given that 

these positions have established salary ranges, asking for salary expectations may 

negatively impact candidates new to Canada or new to the sector who may not be familiar 

with appropriate salary ranges. In addition, it may further perpetuate gender and racial 

wage gaps. As previously recommended in this report, the salary range for the position 

should be disclosed in the job ad to help job seekers make the decision about whether or 

not to apply for the position.  

Recommendation 49: It is recommended that the Human Resources Department ensure 

that the prescreening of résumés and the prescreening telephone interview are used to 

assess whether candidates possess the required skills and abilities for the job. 

7.5 Assessment of candidates 
In a formal assessment process, interview questions are designed to assess each candidate 

against job duties and qualifications. The general practice is to establish interview 

questions that probe whether the candidate possesses the skills and abilities needed for 

the job; identify a score and weight for each question or category of questions; and ask the 

same questions of all candidates. 

Consistency in the interview questions helps to ensure that staffing decisions are based on 

a fair assessment of the candidate’s skills and abilities against job-related criteria rather 

than an interviewer’s subjective assessment of the candidate.  

Studies have shown that the more subjectivity there is in a hiring process, the less likely 

women are to be successful in the process.24 This finding likely also holds true for 

Indigenous candidates and those from the equity-seeking groups. Other studies have 

found that bias and error on the part of the interviewer is a key reason why the candidate 

who is most likely to perform well in the job is not always hired.25 Without the 

standardization of the interview process — and supported by adequate training — 

interviewers may make hiring decisions based on “gut feeling” and intuition, which could 

have a negative effect on the hiring of individuals from Indigenous communities and the 

equity-seeking groups, who may be qualified and well suited to the job. 

For decades, research studies in Canada and the United States have been conducted on 

the impact of gender, race, and ethnicity on various aspects of employment. This research 

suggests that both conscious and unconscious biases influence interactions with and the 

 
24 Polisar, J., & Milgram, D. (1998, October). Recruiting, integrating and retaining women police officers: Strategies 
that work. The Police Chief, 1998, 42–53. Retrieved from 
https://www.iwitts.org/images/media/Milgram_ThePoliceChief_Oct1998.pdf 

25 Bohnet, I. (2016, April 18). How to take the bias out of interviews. Harvard Business Review. Retrieved from 
https://hbr.org/2016/04/how-to-take-the-bias-out-of-interviews 
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assessment of job candidates. When comparing men and women with the same 

employment background, evaluators tended to rate the men higher in various areas, 

including job performance and leadership ability. Some studies have found that when 

there was a hiring decision to be made, men of equal skill and ability were more likely to be 

hired over their female peers. The same was found in studies that compared the 

assessment of White and Black men. Some studies also found that higher hiring criteria 

were set for women and Black men than for their White male counterparts. In Canada, 

there is also evidence that the qualifications and work experience of immigrants are also 

undervalued, and that biases against those with “ethnic-sounding” names negatively affect 

the ability of job applicants to be considered for positions for which they are fully 

qualified.26  

To minimize the effect of bias on candidates from diverse communities, backgrounds, and 

identities, organizations typically strive to ensure diverse interview panels. Doing so 

increases the validity of the interview as a primary selection tool and decreases the 

differences in outcomes between the candidates from various groups. Having a diverse 

interview panel also decreases the likelihood of gender or cultural bias in the interview 

process and, in turn, increases the fairness — and perceptions of fairness — of the 

process.27  

In addition, interviewers, no matter how well intentioned, may also tend to favour those 

who are more like them, as well as those they know on a personal basis or with whom they 

have previously worked. A diverse interview team would help to mitigate any such bias. 

7.5.a Interviews 
In order to ensure consistent practice and a bias-free hiring process, many organizations 

have developed guidelines for managers. These guidelines are regularly updated and 

 
26 See for example:  

Henry, F. (1985). Who gets the work?: A test of racial discrimination in employment. Urban Alliance on Race 
Relations; 

Banerjee, R., Reitz, J. G., & Oreopoulos, P. (2017, January 25). Do large employers treat racial minorities more 
fairly? A new analysis of Canadian field experiment data. University of Toronto. Retrieved from 
http://www.hireimmigrants.ca/wp-content/uploads/Final-Report-Which-employers-discriminate-Banerjee-Reitz-
Oreopoulos-January-25-2017.pdf  

Cruickshank, A. (2017, December 26). Black job seekers have harder time finding retail and service work than their 
white counterparts, study suggests. Toronto Star. Retrieved from 
https://www.thestar.com/news/gta/2017/12/26/black-job-seekers-have-harder-time-finding-retail-and-service-
work-than-their-white-counterparts-study-suggests.html 

27 See for example: 

Reynolds Lewis, K. (2017). Diversity interview panels may be a key to workplace diversity. Working Mother. Issue 
45. Retrieved from https://www.workingmother.com/diverse-interview-panels-may-be-key-to-workplace-diversity 
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provide the expectations and supports needed to carry out various hiring processes, 

including: 

• General instructions for hiring 

• Interview preamble  

• Template for interview questions 

• What to do before, during, and after the interview to support candidates to do their 

best, and 

• Instructions for feedback, where applicable.  

The HR Department has developed information and conducted a detailed presentation for 

members of the leadership team which outlines their roles in the recruitment process and 

that of human resources staff. This information includes: 

• Best practices to candidate screening 

• Recruitment process flow, from vacancy to new hire or transfer 

• How to prepare for the interview 

• The interview process 

• What to do after the interview is complete. 

The documents also specify recent changes in the recruitment process to ensure 

consistency and to guard against biases impacting decisions throughout the process. 

HR also provides tips at the beginning of interviews for anyone who has not been on an 

interview panel previously, such as remaining consistent with questions and sticking to the 

tool, do not ask any personal questions that are related to a Code-protected ground.  

While the documents provide valuable guidance, they could be strengthened by: 

• Referencing the Ontario Human Rights Code (not the Canadian Human Rights Act) and 

the legislation the Health Unit must comply with 

• Including all 16 Code-protected grounds, including family status, gender identity, 

and gender expression 

• Ensuring compliance with Employment Standards of the AODA 

• Providing the interview questions in writing to the candidate  

• Providing additional information to support candidates from diverse backgrounds, 

communities and identities, e.g., micro-affirmations, types of interview questions to 

avoid, when probing may be needed, etc. 

Recommendation 50: It is recommended that recruitment and selection guidelines be 

updated to address the identified issues to ensure consistent interview practices that 
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comply with MLHU policies, best practices for bias-free hiring, the Ontario Human Rights 

Code, as well as the AODA.  

7.5.b Use of an interview panel 
The review of the competition files indicates that interview panels of two or more 

individuals are consistently used in the hiring process.  

Human Resources reports that typically the interview panel is made up of the hiring 

manager, another manager in the Division who has familiarity with the role/work, and 

Human Resources. They report that the size of the interview panel has been reduced in 

order to create a safer space for candidates.  

7.5.c Interview questions 
For the most part, the review of the competition files found that the interview panel asks 

many good interview questions designed to allow job candidates to demonstrate the skills 

and abilities needed for the job. There was also a good mix of theoretical/knowledge, 

situational, and behavioural questions.  

However, we also found some questions that did not assess a candidate’s skills and abilities 

to do the job and which may be biased against Indigenous candidates and those from the 

equity-seeking groups. These include questions in the following categories: 

Culturally biased questions. These interview questions may be difficult for candidates 

from certain cultural groups to answer because they require the candidate to “sell 

themselves,” which is frowned upon in some cultures. These questions included: 

• What is your greatest strength you would bring to us? How will this strength help 

you perform in this position? 

• What top three skills or strengths do you possess that would make you the ideal 

candidate for this position?   

Questions not relevant to assessing the candidates’ skills and abilities for the job. In 

some cases, questions were asked that would not help the interview panel to assess 

whether the candidate would be able to effectively carry out the duties of the job. In 

addition, the scoring of these questions is subjective. These questions included: 

• Why are you interested in working within the Public Health field, specifically? 

• Please tell us why you are interested in this position, and how it fits with your 

short-term and long-term career goals? 

• What do you need from your manager to be most successful in this role? 

• Reflecting on all the past positions that you have held, which did you enjoy the 

most and why?   
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• How does a part-time position fit with your career goals and current time 

commitments?   

• How would your co-workers describe you and what it is like to work with you?  

Questions that require insider knowledge of the Health Unit and ask for information 

that the organization should provide to the candidate. In some cases, the job candidate 

was asked questions about the position that they would not necessarily know the answers 

to unless they had previously worked in the position or department, or had connections to 

staff within the Health Unit. In some cases, this information would have been best provided 

to the candidate in the discussion about the position and its roles and responsibilities. 

These questions included: 

• What is your understanding of the [team] and the work that we do here? 

Questions related to equity or diversity competencies. In only a few of the competition 

files reviewed did we find a question related to the candidate’s ability to work with diverse 

groups, and it was specific to addressing the needs of those with limited English language 

ability.  

In many competition files, the interview questions were not accompanied by related “look 

fors” to help the interview panel consistently score each candidate. In some cases, the look 

fors were not related to the candidate’s skills and abilities to do the job. For example, in 

one case, the candidate was asked to review the highlights of their professional and 

academic experience, and demonstrate how this had prepared them for the position they 

had applied for. For this question, one of the look fors was “why jobs have changed.” 

Recommendation 51: It is recommended that all interview questions be closely linked to 

the assessment of the skills and abilities of the candidate as it relates to the job. Interview 

questions should be reviewed to ensure that they do not create any cultural barriers to 

candidates from diverse communities, backgrounds, and identities, and cross-referenced 

with the job postings to ensure there is fidelity between the questions and the skills and 

qualifications laid out in the job posting.  

Recommendation 52: It is recommended that ‘look fors’ be prepared for each interview 

question to ensure that the assessment of the candidate’s responses is consistent for each 

panel member. 

Recommendation 53: It is recommended that all interviews include at least one question 

to assess the candidate’s demonstrated commitment to health equity and ability to work 

with clients from diverse communities, backgrounds, and identities. 
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7.5.d Scoring and interview notes 
Keeping good notes on the candidate’s responses to the interview questions is critical in 

order to fairly assess the candidate against the skills and abilities to do the job. These notes 

will also be critical to defending the organization’s hiring decisions should it be challenged 

through a grievance or human rights complaint. In addition, the interview panel should 

understand the implications of including comments unrelated to the candidate’s skills and 

abilities to do the job, and should understand that these characteristics should not be 

considered when assessing whether a candidate is qualified for the job. 

The research suggests that it is best practice for each member of the interview panel to 

independently score each candidate before discussing their scores with others on the 

panel. When interviewers know that they will be required to discuss and be accountable to 

the other panel members for their score, they become more objective and thorough in 

their scoring. This process also allows each interview panel member to independently 

score each candidate without being influenced by the perceptions of others, particularly 

someone more senior to them. 

The review of the competition files found that they included interview forms that contained 

the interview questions and a rating scale (e.g., 1-poor, 2-fair, 3-good, 4-excellent). 

However, these forms did not always include ‘look fors’ for each question to support 

consistent and fair scoring of candidates’ responses.  

Members of the interview panel often did not score candidates’ responses to the interview 

questions. When scoring was done, they were no totalled, and no summary was provided 

for the candidates who were interviewed.  

Without scoring the candidate’s responses to the interview questions, members of the 

interview panel may base their assessment on factors unrelated to the candidate’s skills 

and abilities to do the job. In addition, without basing decisions on the scores, candidates 

from diverse communities, backgrounds, and identities are put at a disadvantage, as they 

may be judged on their non-verbal behaviours or other factors, rather than their skills and 

abilities to do the job.  

Further, without scoring of the candidate’s responses, the Health Unit could have difficulty 

justifying their hiring decision should it be challenged through a grievance or a human 

rights complaint. 

Our review of the competition files did find that some panel members included notes in 

the file indicating that they had assessed candidates on criteria other than their skills and 

abilities to do the job. These comments included: 

• Good fit 
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• Not a good fit for our culture 

• Enthusiastic and energetic 

• Spoke clearly 

• Concerns re: eye contact 

• Has a good attitude and pleasant disposition 

• Did not shake hands 

• Comes across slightly arrogant 

• Candidate required prompting to provide response  

• Positive attitude and upbeat energy 

• Candidate seems to be looking for a stepping stone to another job 

• The candidate is not currently working, and 

• This person’s current address is in [city]. 

These comments suggest that cultural differences may be impacting how candidates are 

assessed, with those acculturated to the dominant culture being preferred. Judging 

candidates based on these characteristics may also put those with certain disabilities at a 

disadvantage.  

While not consistently found in the files reviewed, we found that in a few cases, candidates 

who appear to be well liked by some panel members, but who did not have the required 

skills and abilities, were preferred for the position. For example, in one file it was noted 

that the candidate did not have the requisite skills and abilities, but “she could gain 

valuable skills in this job.” In another file, concerns were raised, as the candidate needed 

many questions repeated multiple times. In this case, the panel member noted, “While he 

has the knowledge, there would be a substantial learning curve.” 

Also concerning is that while questions were not consistently asked about a candidate’s 

ability to work with vulnerable or diverse communities, some panel members made 

assumptions about whether some candidates held this competency. As one person noted, 

“He comes across as arrogant. Concerns about working with vulnerable populations.” 

Notable, however, is that questions were not asked about the candidate’s experience, 

knowledge of, or ability to work with vulnerable populations.  

Recommendation 54: It is recommended that Human Resources staff and those who sit 

on hiring panels be provided with guidance on the need to consistently score candidates’ 

responses to interview questions and how the consideration of “fit” and various behaviours 

could be biased against Indigenous candidates and candidates from the equity-seeking 

groups.  
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Recommendation 55: It is recommended that all members of a hiring panel be provided 

with instructions on the importance of keeping complete, verbatim notes on candidates’ 

responses to interview questions to support their ability to accurately assess each 

candidate. 

Recommendation 56: It is recommended that all those involved in the hiring process be 

provided with training and ongoing support about bias-free, non-discriminatory hiring and 

the impact of unconscious bias, to ensure that only factors that are relevant to the 

candidates’ ability to do the job are considered in the hiring process.  

Recommendation 57: It is recommended that interview panel members be required to 

independently score the candidate’s responses to each question, prior to coming to a 

consensus with the other panel members. 

Recommendation 58: It is recommended that the scheduling of the interviews include 

sufficient time after each interview to appropriately score each candidate. 

Recommendation 59: It is recommended that a rubric be developed to support 

consistency in scoring the responses of interviewees by providing additional guidance for 

members of the interview panel. 

7.5.e Tests  
Various organizations supplement interviews with written and practical tests in the 

selection process as a more objective measure of a candidate’s knowledge, skills, and 

abilities. 

Some competition files reviewed indicated that a test to assess skills and demonstrate 

knowledge was included to support the assessment of the job candidates, including a 

written test and a presentation. While it is good to include a practical assessment of a 

candidate’s skills and abilities, the scoring of these assessments was not included in the 

files. As such, it is unclear whether all candidates were fairly scored against the same 

criteria, how well each person did on the test, and how this score was considered in the 

final assessment of each candidate. Without concrete and specific guidelines for the 

scoring of tests used in the hiring process, the scoring of candidates could be affected by 

the individual biases of those assessing the candidates. 

In some cases, candidates were asked to assess their computer skills. A test of their skills 

would provide a more accurate assessment of these skills.  

Recommendation 60: It is recommended that a scoring template be developed for each 

test used in the hiring process, to support the consistent scoring of all candidates and to 

limit the impact of biases on the assessment of candidates. The test scores should also be 

used in the assessment of candidates and when making the final hiring decision.   
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Recommendation 61: It is recommended that the completed test scoring templates be 

retained in the competition files.  

Recommendation 62: It is recommended that the marking of tests incorporate the best 

practice of anonymous scoring (e.g., the markers do not know the names of the 

candidates) in order to reduce the impact of bias.  

Recommendation 63: It is recommended that when tests are included in the selection 

process, that candidates are informed of how they will be scored, e.g., content, how 

information is organized, grammar and spelling, etc. 

7.6 Reference checks 
Reference checks are conducted following interviews and before an offer of employment is 

made. The reference check forms reviewed include some good questions designed to 

assess how the candidates performed in previous positions as well as the soft skills they 

would bring to the position. However, none of the reference checks reviewed included a 

question on equity and diversity. 

Recommendation 64: It is recommended that reference checks include a question, 

appropriate for the position, on the person’s demonstrated commitment to health equity 

and ability to work with clients from diverse communities, backgrounds, and identities. 

7.7 Making the hiring decision 
In our review of competition files, we did not find an overall scoring sheet that totalled the 

scores from the interview and the test for each candidate interviewed. As such, it is unclear 

who the highest-scoring candidate was and which candidate was offered the position.  

Furthermore, while MLHU states on job postings that it is an equal opportunity employer, 

there doesn’t appear to be any guidance provided to hiring managers about whether and 

how diversity is to be considered in the hiring process.  

In some files, the offer letter to the successful candidate was included. However, while the 

AODA requires that the successful candidate be notified of the policies for accommodation 

of employees with disabilities, the letters made no reference to accommodation.  

Recommendation 65: It is recommended that the proposed Employment Equity Policy 

commits MLHU to creating a more diverse workforce and is supported by procedures and 

guidelines about how diversity is to be considered in the hiring process.  

Recommendation 66: It is recommended that managers receive ongoing communication 

and education about MLHU’s commitment to diversifying the workforce, the value that 

diversity brings to the Health Unit, and managers’ roles and responsibilities to support this 

corporate objective. 

Appendix A: 24-21



MIDDLESEX-LONDON HEALTH UNIT 

Diversity and Inclusion Assessment: Employment Systems Review  

 

 

© TURNER CONSULTING GROUP INC.   58 

Recommendation 67: It is recommended that MLHU offer letters be updated to inform 

the successful candidate of the organization’s accommodation policy and the process for 

requesting needed accommodation based on disability and any other human rights 

protected ground.  

Recommendation 68: It is recommended that the onboarding process be reviewed 

through an equity lens to ensure that new employees are consistently welcomed by the 

organization, understand key policies, acclimatized to their role and the organization, and 

supported to contribute their best. 

7.8 Competition files 
A complete competition file allows the organization to document the hiring process and 

justify the interview panel’s hiring decision should it be challenged through a grievance or 

human rights complaint. This documentation also allows for an accurate and thorough 

debriefing of all candidates should it be requested.  

Typically, a competition file includes the following: 

• Job posting 

• Prescreening spreadsheet that documents the criteria used to screen applicants 

and develop a short-list for an interview 

• Applications (résumés, cover letters) received for those who were invited for an 

interview 

• Testing and related assessments for those who were interviewed 

• List of selection panel members 

• Interview questionnaires and guides for each panel member 

• Scoring summary sheet for the interview process 

• Completed reference checks 

• Verification of post-secondary education credentials for positions that require 

post-secondary education; copy of licenses and/or designations for positions that 

require licenses and/or designations 

• Indication of who the successful candidate is, and 

• Correspondence related to the competition, providing rationale for decisions such 

as when offers are declined or candidates withdraw from the process. 

While many competition files had much of this information, many did not include all 

information related to the hiring and selection process. Including a checklist would help to 

ensure that all necessary information is included. 
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Recommendation 69: It is recommended that a checklist be created to identify what 

information is to be maintained in the competition files and to ensure that each file is 

complete when closed. 

8. Office Space 

8.1 Accessibility 
The Ontario Human Rights Code prohibits discrimination on the basis of disability. Persons 

with disabilities have the right to equal treatment in accessing services, and organizations 

have the responsibility to make their facilities accessible for both clients and employees. 

Failure to provide equal access to a facility could constitute discrimination under the Code.  

The Ontario Human Rights Commission makes it clear in its Policy and Guidelines on 

Disability and the Duty to Accommodate28 that facilities must be built or adapted to 

accommodate persons with disabilities in a way that promotes their integration and full 

participation. It recognizes that barrier-free design and inclusion-by-design helps to fully 

integrate persons with disabilities into the workplace.  

Inclusive and barrier-free design means that when constructing new office space, design 

choices should be made that do not create barriers for persons with disabilities. Where 

barriers exist, organizations should actively identify and remove them. Where undue 

hardship prohibits the immediate removal of the barrier, interim or next-best measures 

should be put in place until more ideal solutions can be attained or phased in.  

While the Human Rights Code applies to facilities that fall under the Building Code, the 

Commission recognizes that most business, designers, and builders are aware of only the 

minimal accessibility requirements of the Building Code and not the higher obligations for 

accessibility mandated by the Human Rights Code. The Human Rights Code has primacy over 

all other legislation in Ontario. While an organization might be in compliance with the 

Building Code, it could still be in violation of the Human Rights Code. Reliance on the relevant 

building codes has been rejected as a defence to a complaint of discrimination under the 

Human Rights Code.29 

The AODA requires that all Ontario public sector organizations prepare a multi-year 

accessibility plan, update it at least once every 5 years, and post the plan on their website. 

While it appears that MLHU has been making some effort to make its communications, 

services, and hiring practices accessible, an accessibility plan does not appear to have been 

prepared, despite being referenced in MLHU’s Accessibility for Ontarians with Disabilities 

 
28 http://www.ohrc.on.ca/en/policy-ableism-and-discrimination-based-disability 
29 In Quesnel v. London Educational Health Centre (1995), 28 C.H.R.R. D/474, an Ontario Human Rights Tribunal 
stated that compliance with building codes does not, in itself, justify a breach of human rights legislation. 
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Act - Integrated Accessibility Standards Regulation Policy. The Plan provided for this review 

was updated in 2019. MLHU’s plan is not posted on its website as required by the AODA.  

The plan requires organizations to assess their level of accessibility, including its facilities, 

identify barriers to accessibility, and set priorities for the removal of barriers. Public sector 

organizations must consult with people with disabilities when developing their plans. If an 

organization has an accessibility advisory committee, the committee must be included in 

the consultation process. 

While an accessibility audit is beyond the scope of this review, our visit to the MLHU staff 

offices at Citi Plaza raised a number of accessibility concerns. This office space was recently 

constructed and a great deal of attention was given to creating hot desking, collaborative 

workspace, and “telephone booth” rooms to enable staff to hold private telephone 

conversations. However, the same consideration was not given to ensuring that these 

spaces are accessible. Some accessible features are in place, such as: 

• Ramp to enter the office space 

• Elevator 

• Door handles rather than door knobs. 

• Accessible signage for the washrooms, and 

• Accessible washroom stalls. 

However, some other accessible features are missing, including: 

• Automatic washroom door openers, and 

• Inaccessible telephone booths. 

In addition, a number of rooms, including manager offices and the library, have sliding 

doors that may not be accessible to wheelchair users or those with other mobility 

challenges.  

Human Resources reports that an accessibility audit was conducted for MLHU office 

spaces. 

Recommendation 70: It is recommended that MLHU post its Multi-Year Accessibility Plan 

on the Health Unit’s website as required by the AODA. 

Recommendation 71: It is recommended that MLHU ensure that the issues identified in 

this section were identified by the accessibility audit and that the removal of the identified 

barriers are included in the accessibility plan.  

8.2 Gender-inclusive washrooms 
Under the Ontario Human Rights Code, a transgender person has the right to access 

washrooms based on their lived gender identity. This includes people who are in the 
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process of gender transition, regardless of the stage of transition. The employer must 

accommodate the employee short of undue hardship.30  

Many organizations are proactively providing gender-neutral washrooms in the workplace 

by providing washroom facilities that can be used by someone of any gender, which can 

either be single-user or multi-stall washrooms. Gender-inclusive washrooms are important 

for people whose appearance does not conform to what is commonly expected for men or 

women. Providing gender-inclusive washrooms for staff will help reduce the stares, 

questions, comments, verbal harassment, and physical violence that individuals who are 

trans or genderqueer often experience when they try to access washrooms.  

Some organizations address the need for gender-inclusive washrooms by allowing all 

employees access to the single-user gender-neutral accessibility washroom normally 

reserved for use by persons with disabilities. Changes to the Building Code Regulation, 

effective January 1, 2015, require at least one universal washroom in all new buildings or 

major renovations, and, for multi-storey buildings, at least one for every three floors.31  

The first floor washrooms at Citi Plaza are all single-user washrooms. The second floor at 

Citi Plaza does not have any single-user washrooms. The Strathroy location has two single-

user washrooms, which are gendered. 

Recommendation 72: It is recommended that the signage of the two single-user 

washrooms at the Strathroy location be changed to be gender-inclusive, such as by saying 

simply “washroom.” 

Recommendation 73: It is recommended that MLHU consider installing single-user 

gender-inclusive washrooms on the second floor at Citi Plaza.  

Recommendation 74: It is recommended that MLHU educate employees about why 

gender-inclusive washrooms are important, about the rights of transgender employees, 

and setting expectations of acceptable workplace behaviour related to gender diversity.  

8.3 Prayer room 

Employers have a positive “duty” under the law to accommodate an employee’s religious 

observances, where doing so would not cause the employer undue hardship. The Citi Plaza 

office does include a prayer room, with a foot washing station for Muslim users. 

30 http://www.ohrc.on.ca/en/policy-preventing-discrimination-because-gender-identity-and-gender-
expression/13-preventing-and-responding-discrimination 
31 http://www.ohrc.on.ca/en/policy-preventing-discrimination-because-gender-identity-and-gender-
expression/13-preventing-and-responding-discrimination 
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9. Employee Perspectives 

9.1 Perceptions of the hiring and selection process 
  Throughout the consultations, employees were asked about their perceptions of the 

hiring and selection process. The results from the employee survey, as shown in Graph 1, 

indicate that survey respondents, when they do have an opinion about the hiring and 

selection process, do not have much confidence that fair processes are consistently being 

followed. In response to the survey questions, a large proportion of survey respondents 

checked the “Don’t Know” option, as they may not participate in the hiring process or don’t 

have an opinion about the process.  

 

As Graph 1 shows, only 53% of the 134 survey respondents agreed that when MLHU hires 

new employees, fair processes are consistently followed, while 17% did not agree. 

Furthermore, only 41% agreed that fair processes are followed when new managers are 

hired, compared with 22% who disagreed. About one-third had no opinion.  

Through comments on the survey and in the focus groups, a number of participants shared 

concerns about unfair and inconsistent hiring practices. Many shared their perceptions 

that the lack of diversity at the Health Unit suggests that there are biases, whether 

intentional or not, operating in the hiring and selection process. Some also shared their 

perception that senior leaders manipulate the hiring process to ensure their preferred 

candidate is hired. This includes modifying qualifications, waiving certain qualifications, or 

hiring without a competition.  

Graph 1. Employee Perceptions of the Hiring and Selection Process. 
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Some also felt that the hiring process itself allowed for biases to be triggered and decisions 

to be made based on these biases, whether consciously or unconsciously. As such, they felt 

that the Health Unit could do more to focus the hiring process on one’s skills and abilities 

to do the job, by anonymizing résumés so that factors such as applicant names, university 

names, and any other information that could trigger an unconscious bias would be 

excluded from consideration. 

About a quarter of respondents (27%) reported the belief that nepotism has a significant 

impact on who is hired and who advances at MLHU. While about another quarter (28%) 

were unsure, slightly less than half (45%) did not agree that nepotism has a significant 

impact on who is hired and who advances at MLHU.  

While only a quarter thought nepotism had a significant impact, almost half of respondents 

(47%) agreed that favouritism has a significant impact on who is hired and who advances at 

MLHU. One-third (33%) did not agree, while 20% offered no opinion. 

The largest group of respondents (43%) reported that they were unsure whether those 

responsible for hiring have personal biases about people from certain groups that 

influence their hiring decisions; 23% agreed that this was the case, while 34% disagreed. 

Throughout the comments on the survey, employees shared a range of perspectives about 

the hiring and promotion process at MLHU, including: 

Perceptions that hiring is fair 

Many employees had no concern about the hiring process and felt that it was effective at 

fairly hiring new employees to the organization.  

A number of survey respondents also shared their perspective that if there is a lack of 

diversity in the MLHU workforce, it is due to the lack of qualifications or lack of desire to 

work at the Health Unit rather than any barriers within the hiring and selection process 

itself. As one person commented: 

Discrimination in HR processes is clear and explicit — and based entirely on 

the professional qualifications required of MLHU staff. These requirements 

themselves limit inclusion of a fully representative cohort of our society.  

Perceptions that systemic biases exist in the hiring process  

Many other survey respondents shared their perception that systemic biases exist within 

the Health Unit’s hiring process, and are evident in the hiring outcomes:  

I think that our hiring processes are not robust enough to say that there is no 

discrimination that can occur.  
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My answers are based on history — lack of these groups represented in senior 

positions makes me believe these groups cannot get hired and/or advance to 

senior positions as easily as others. 

Structural barriers 

Some also shared their perception that structural barriers are the main cause of any 

underrepresentation at the Health Unit, this includes barriers for particular groups to gain 

the required skills and qualifications to work at MLHU. As they noted:  

I believe that the underrepresentation of Indigenous people has to do with 

fewer opportunities to advance education to the level that is required to be a 

lucrative position at MLHU. 

In terms of nursing, it is at times difficult to hire from diverse groups because 

qualified candidates who are interested in public health are not always 

available — an example of a need for upstream solutions as well as 

midstream/downstream (e.g., public health and university programs need to 

find ways to reach out to and recruit Indigenous high school students; college 

of nursing needs to make the certification process less laborious for 

internationally trained RNs). 

Other groups experiencing disadvantage 

Employees were asked to rate the extent to which they feel that particular groups of 

employees could just as easily be hired and/or advance within the Health Unit. 

As Graph 2 shows:  

• 66% believe that women can just as easily advance into senior positions in the 

Health Unit as men  

• 48% believe that racialized people can just as easily get hired and/or advance 

into senior positions as others 

• 43% believe that Indigenous peoples can just as easily get hired and/or advance 

into senior positions as others 

• 34% believe that persons with disabilities just as easily get hired and/or advance 

into senior positions as others 

• 47% believe that those who identify as LGBTQ2S+ can just as easily get hired 

and/or advance into senior positions as others, and 

• 44% believe that qualified newcomers can just as easily get hired and/or 

advance into senior positions as others. 

Concern about who is hired was raised a number of times in the focus groups and 

interviews, with employees sharing their perception that lesser qualified men have been 
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hired over fully qualified women, and that biases about Indigenous peoples and members 

of the equity-seeking groups impacts their ability to be hired at MLHU.    

In addition, some shared their experiences of hiring managers sharing concerns about the 

accent of a candidate or about the pronunciation of a candidate’s name, suggesting that 

newcomers are often screened out of the hiring process for reasons unrelated to their 

skills and abilities to do the job.  

 

Throughout the focus groups and the online survey, employees also shared their concern 

that Health Unit staff do not reflect the diversity of the community and that there is more 

that could be done to increase diversity at MLHU:  

Graph 2. Employee Perceptions of the Impact of Bias in the Hiring and Selection Process. 
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MLHU could actually hire a diverse staff. Have the… management staff more 

reflective of the people in Canada, i.e. visible minorities, those with disabilities, 

etc. 

Continue to hire staff who speak multiple languages, especially Arabic! MLHU 

would really benefit from an Arabic-speaking nurse and family home visitor. 

If you look at the Senior Leadership, no diversity. Same applies at the 

management level, I’m guessing there are probably 30 management staff and 

only 2 are of a different background. HR needs to institute a tracking and 

reporting system to measure the diversity and inclusion. 

Purposely hire people with more diverse backgrounds and current experiences. 

Make sure that job postings go to places where more diverse applicants will 

see them. Demonstrate in job postings that diversity is welcome and 

supported.   

Recommendation 75: It is recommended that changes to the hiring and selection process 

be communicated to employees to increase their confidence in the hiring process.  

9.2 Perceptions of opportunities for advancement 
Research consistently shows that Indigenous peoples and members of equity-seeking 

groups remain concentrated in lower-level positions within organizations despite their 

skills, abilities, and education. These studies confirm that upward mobility continues to be 

a problem even in organizations in which these groups are well represented and even 

when they have qualifications, skills, and abilities comparable to those of their 

counterparts.32 

In many organizations, access to developmental opportunities plays a powerful 

gatekeeping function and limits the ability of Indigenous employees and employees from 

 
32 See for example: 

Ngué-No, F., & McKie, D. (2018, March 31). Local black Canadians face ‘systemic barriers’ to senior-level jobs, 
critics say. CBC News. Retrieved from http://www.cbc.ca/news/canada/ottawa/black-population-ottawa-increase-
barriers-work-1.4600403 

The Conference Board of Canada. (2013, December 19). Young women face barriers to workplace advancement. 
Retrieved from http://www.conferenceboard.ca/press/newsrelease/13-12-
19/young_women_face_barriers_to_workplace_advancement.aspx 

Catalyst. (2007, June 15). Career advancement in corporate Canada: A focus on visible minorities. Retrieved from 
http://www.catalyst.org/knowledge/career-advancement-corporate-canada-focus-visible-minoritiessurvey-
findings 

Diversity Institute. (2012). Diversity leads. Women in senior leadership positions: A profile of the Greater Toronto 
Area (GTA). Retrieved from 
https://www.ryerson.ca/content/dam/diversity/reports/DiversityLeads_Gender_2012.pdf 
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the equity-seeking groups to advance into senior positions within the organization. Limited 

access to training and development opportunities and to temporary assignments can be a 

barrier to advancement for Indigenous employees and those from the equity-seeking 

groups.  

The issues that affect the upward mobility of Indigenous employees and employees from 

the equity-seeking groups are connected to and overlap with many of the issues discussed 

and recommendations made in other sections of this report.  

The Workplace Equity and Inclusion Survey asked employees to share their perceptions 

about their opportunities for advancement. As Graph 3 shows, for the most part, 

employees were positive about their access to professional development, ongoing 

education, and opportunities, and feel that they have the support of the person they report 

to in order to grow and develop in their career.  

As the graph shows, 79% of survey respondents agreed that they have access to the 

professional development and ongoing education they need to be successful in their 

current position, and 71% feel they have access to the professional development and 

ongoing education they need to gain skills and develop in their career. In addition, 73% feel 

that they have access to challenging opportunities that would help them advance in their 

career.  

 

Graph 3. Employee Perceptions of Advancement Opportunities. 
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Overall, 80% feel that the person they report to is supportive of their desire to advance 

their career, and 61% believe MLHU has given them opportunities to network or be 

mentored.  

However, some employees who participated in the consultations shared their concern that 

not all employees were able to learn about and apply for opportunities at the Health Unit. 

Instead, they felt that managers continued to tap their favourites to take on these coveted 

opportunities. Many feel that one’s ability to advance at the Health Unit was not solely 

based on one’s skills and abilities: 

It’s who you know....not what you know that gets you hired and advanced 

within this agency. 

I find that sometimes job postings are worded to target specific people for the 

position. 

I do not feel that the opportunities for advancement and career development 

are equitable across the organization. I have been very lucky to receive much 

support to develop, however, I do not think that this is the reality for all.   

Many employees who participated in the consultations shared a desire for ongoing 

learning and development. As one person noted: 

My current position is largely consumed by patient interactions — which is 

wonderful! I also crave work time that is dedicated to education / enrichment / 

learning / networking. 

However, they note that a reduction in the Health Unit’s budget has resulted in limited time 

or money to be able to access ongoing learning: 

The biggest limitation to our ability to learn is time. Staff capacity building is 

offered internally or externally but there is often no time to attend. 

Sometimes we have opportunities, but we cannot capitalize on them because 

we lack the resources/tools/support staff to do our jobs. 

Others shared that opportunities for ongoing learning are not available to all employees 

nor are they consistently supported by their manager: 

Current manager has a habit of giving opportunities only to staff they like or is 

friends with. These opportunities include professional development 

opportunities (e.g. conferences, workshops, etc.) and special roles in day-to-day 

work (e.g. new projects). If they do not like you, they will give you a heavier 

workload, which results in no time to attend any professional development 

opportunities.  
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I have gotten confused about what I can apply for and not apply for, so I gave 

up even asking. There is no support for learning. It is unclear what parameters 

exist for professional development.  

9.3 Working conditions 
This section examines aspects of the workplace that make employees feel welcomed and 

valued and that allow them to fully contribute to the organization. These aspects include 

accommodation, work environment, as well as violence, harassment, and discrimination 

prevention efforts. 

The Canadian Human Rights Commission has identified the examination of attitudes and 

behaviours within an organization as a key component of an Employment Systems Review. 

The Commission notes that, without this analysis, significant barriers can be missed by the 

organization, particularly when negative attitudes, stereotypes, and corporate culture play 

an important role in staffing.33  

While an unwelcoming work environment negatively affects the equity-seeking groups, it 

can also have implications for other employees and the organization as a whole. Unhealthy 

workplaces have been linked to low productivity, high absenteeism, high turnover, high 

legal costs, and many hours of staff time needed to deal with a host of employee issues. 

Studies have also found that employees who work in workplaces that are not welcoming 

and inclusive are more likely to leave for other jobs, take extended leaves of absence, and 

retire early.34 Unhealthy workplaces also negatively affect the mental health of 

employees,35 with mental health becoming the leading cause of short- and long-term 

disability absences.36  

 
33 Employment Systems Review: Guide to the Audit Process. Canadian Human Rights Commission. December 2002. 

34 See for example: 

John Samuels & Associates. (2006, March). Summary report on engagement sessions for a racism-free workplace. 
Human Resources and Skills Development Canada. See also: Gandz, J. (2005). A business case for diversity. 
Canadian Department of Labour. 

Bailey, S. (2014, May 20). Why diversity can be bad for business (and inclusion is the answer). Forbes. Retrieved 
from https://www.forbes.com/sites/sebastianbailey/2014/05/20/why-we-should-prioritize-the-i-in-d-and-
i/#2e8461da600d 

35 Mental Health Works. (2016, February 19). How can the workplace contribute to or create mental health 
problems? Retrieved from http://www.mentalhealthworks.ca/how-can-the-workplace-contribute-to-mental-
health-problems/ 

36 Chai, C. (2017, May 5). 500,000 Canadians miss work each week due to mental health concerns. Global News. 
Retrieved from https://globalnews.ca/news/3424053/500000-canadians-miss-work-each-week-due-to-mental-
health-concerns/ 
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A work environment that is known to be unwelcoming to Indigenous employees and those 

from the equity-seeking groups can also pose challenges to an organization that is trying to 

recruit from these communities. Being seen as an unwelcoming employer within diverse 

communities could make it extremely difficult to hire top talent from an increasingly 

diverse labour market. On the other hand, being seen as an organization that welcomes 

diversity has become increasingly important as employees from the Baby Boom generation 

begin to retire in larger numbers and employers compete for recruits from a more diverse 

population and from younger generations that are much more comfortable with, and 

welcoming of, diversity. 

Various pieces of legislation place legal obligations on all organizations to create 

workplaces that are free from violence, harassment and discrimination. Furthermore, the 

Ontario Human Rights Code and the AODA require organizations to provide accommodation 

to current and prospective employees, short of undue hardship. While accommodation is 

to be provided based on any human rights protected ground, it is most frequently 

requested on the basis of disability, religion, family status, sex (related to pregnancy and 

breastfeeding), age (related to disability), and gender identity.  

In addition, where organization-wide barriers exist, employers are expected to actively 

identify and remove them rather than deal with individual requests for accommodation. 

Where undue hardship prohibits the immediate removal of the barrier, interim or next-

best measures should be put in place until more ideal solutions can be attained or phased 

in. 

9.3.a Accommodation for persons with disabilities 
The Ontario Human Rights Code prohibits discrimination on the basis of disability. In 

addition to complying with the Code, the Health Unit must also comply with the 

requirements of the AODA to make the organization and its services accessible to students, 

staff, and members of the community who have a disability. Failure to provide equal access 

to a facility or equal treatment in employment or client service could violate the AODA 

and/or be a form of discrimination under the Code. 

Accessibility and accommodation are fundamental and integral parts of the right to equal 

treatment in the workplace. This requirement may mean that certain aspects of the 

workplace or the duties of a job may have to be changed to accommodate any employee 

protected by the Code. Providing accommodation to employees creates: a work 

environment that is flexible in how and when work is completed; a physical environment 

that allows all individuals to have equal access to the workplace and work tools; and an 

environment in which all employees are able to fully engage in the work environment. 

Appendix A: 24-21



MIDDLESEX-LONDON HEALTH UNIT 

Diversity and Inclusion Assessment: Employment Systems Review  

 

 

© TURNER CONSULTING GROUP INC.   71 

The Workplace Equity and Inclusion Survey asked employees about accommodations for 

persons with disabilities. Graph 4 shows employee responses to these questions.  

 

The response to questions about whether employees would hesitate to request 

accommodation based on various types of disabilities reflects remaining stigma about 

mental health issues. As the graph shows, 87% of employees indicated that, if they became 

disabled or injured and needed accommodation to do their job, they would not hesitate to 

ask for it, while 9% indicated that they would hesitate to ask for this accommodation. A 

smaller proportion (57%) indicated that they would not hesitate to ask for accommodation 

if they had a mental health issue or a physical disability that was not evident, while 40% 

indicated that they would hesitate to ask for accommodation if this were the case.  

The majority of survey respondents (81%) indicated that if they had a physical disability 

that was not evident and needed accommodation, they would not hesitate to ask for it. 

A number of employees shared their concern about the Health Unit’s requirement for a 

medical note for any type of accommodation related to disability. The Ontario Human 

Rights Commission states that requests for accommodation should be accepted in good 

faith and requests for medical information should be made only when the disability and 

need for accommodation are not known or obvious. The Ontario Human Rights 

Commission, states that where possible, an employer must make genuine efforts to 

provide needed accommodations without requiring a person to disclose a diagnosis, or 

Graph 4. Accommodation for Persons with Disabilities. 
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otherwise provide medical information that is not absolutely necessary.37 In addition, the 

employer is required to bear the cost of any required medical information or 

documentation.  

Recommendation 76: It is recommended that MLHU only request a medical note when 

information on limitations and abilities are required for accommodation planning.  

Recommendation 77: It is recommended that MLHU continue to educate employees and 

managers about mental health issues to destigmatize mental health to increase the 

likelihood that employees will seek and receive the needed accommodations.  

9.3.b Religious accommodation 
The Ontario Human Rights Code requires MLHU to accommodate employees based on any 

human rights protected ground, including religion. Typically, issues related to religion arise 

in the workplace with respect to dress code, time off for religious observance, breaks, 

prayer space, scheduling of shifts, and scheduling of interviews.  

The Workplace Equity and Inclusion Survey asked employees whether they understand that 

employees can request religious accommodation; 65% agreed with this statement, while 

21% said that they didn’t know or were not sure that they can. A further 13% disagreed 

when asked whether they understand that employees can request religious 

accommodation. 

In the comments to the survey, some shared that they have requested and received 

religious accommodation. Some also mentioned that the recent installation of a prayer 

room was a step in the right direction with respect to religious accommodation. 

9.3.c Work/life balance and accommodation of family responsibilities 
Employers also have a duty to accommodate employees based on family status. Under the 

Ontario Human Rights Code, family status means the status of being in a parent–child 

relationship. As such, accommodation of family responsibilities could include 

accommodating the need to care for children as well as parents. 

In Canadian society, women continue to bear the primary responsibility for child and elder 

care. As such, they continue to struggle to balance the demands of their careers with caring 

for their families. Workplaces that are not supportive of women with family responsibilities 

can limit the ability of female employees to contribute their best to their work and also limit 

their ability to advance in the organization.  

 
37 http://www.ohrc.on.ca/en/policy-preventing-discrimination-based-mental-health-disabilities-and-addictions/13-
duty-accommodate 
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Graph 5 shows employee responses to questions on the Workplace Equity and Inclusion 

Survey about work/life balance and accommodation for family responsibilities. 

 

As the graph shows, although 72% of respondents agreed that they are able to balance 

work and family responsibilities, about one-third of employees (28%) feel they cannot. The 

survey also asked respondents whether, if they needed changes made at work to allow for 

a better balance between work and family responsibilities, they would hesitate to ask. A 

majority (68%) of survey respondents indicated that they would not hesitate to ask, while 

about one-third of employees (31%) indicated that they would hesitate to ask for the 

needed accommodation. 

Some employees noted that the Health Unit’s lack of flexibility around work hours has 

limited employee’s ability to use alternative work arrangements as an accommodation. 

While they indicate that there is a process in place now to allow for greater flexibility, 

challenges remain. While work hours are established in the collective agreements, the duty 

to accommodate prevails over private arrangements such as collective agreements. While a 

“substantial departure from the normal operation of the collective agreement may 

amount to undue interference and may accordingly constitute undue hardship”38 both the 

employer and the union have a duty to accommodate. In some situations, “the union may 

need to be flexible with the application of its own collective agreement, which may include 

waiving certain provisions, like a posting requirement or seniority provision.”39 

 
38 https://www.chs.ca/sites/default/files/uploads/duty_to_accommodate_frequently_questions.pdf 
39 https://cupe.ca/what-duty-accommodate-0 

Graph 5. Work/Life Balance and Accommodation. 
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Employees shared varying experiences (pre-COVID-19) of being able to balance their work 

and life responsibilities. Some felt that they were better able to have a good work/life 

balance prior to the pandemic: 

Before COVID the work was balanced. COVID changed that and there was no 

longer balance. For a short time this is understood as we are here to make a 

difference. This has gone on long enough and action to correct balance was 

not soon enough. 

However, others shared that some staff were experiencing burnout prior to the COVID-19 

pandemic and that since the COVID-19 pandemic began, staff are experiencing higher rates 

of burnout. They attribute this not only to the demands of the job during the pandemic, but 

also due to what they feel are unreasonably long shifts (11 hours) they are required to 

work within their 70 hour, two week pay period, coupled with the demands of their family 

lives. A number of employees shared that they have not felt supported by the Health Unit 

to be able to cope in this difficult time. In fact, some feel that the Health Unit has been 

uncaring and inflexible. They shared that while some employees are able to get medical 

notes to receive accommodation based on a disability, the Health Unit has been inflexible 

in accommodating employees for family care responsibilities. While Human Resources 

reports that staff have not taken medical leaves relating to the demands of the pandemic, 

some employees shared their perception that the demands of the job and the inflexibility 

of the Health Unit have resulted in many employees taking leaves due to burnout. Some 

also shared their own feelings of burnout and their concerns being met with a lack of 

empathy: 

8 months working on the COVID team I have expressed mental health and 

family concerns, all have fallen on deaf ears, only for the employer to tell me 

to reach out to family and EAP – Not good enough. 

There is a lack of empathy for employees when there is a personal problem 

brought forward to HR — we are only seen as workers, and as long as the work 

is done it doesn’t matter what our personal family situation is. 

Employee comments indicate that one’s work/life balance and ability to receive family-

related accommodation is based on one’s manager and that, although accommodation 

processes are clearly outlined, these processes may not be consistently put into practice 

across the organization. Some also noted experiencing barriers to receiving family-related 

accommodation: 

I would not hesitate to ask, however follow-through beyond the manager level 

is lacking. I do not feel my concerns are being heard or taken seriously. In 
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some cases I feel they are being negated. I was made to feel like the problem 

child. 

Reflecting on my answers it is interesting that I would feel supported if need 

support/accommodations around physical or mental health but not around 

family needs, which in reality is the most demanding piece of my life. At times I 

feel that our policies do not reflect the work-life balance that we teach to other 

agencies as part of health promotion. 

Some shared that while the Health Unit does have a wellness program, the organization 

fails to take employee wellbeing seriously. They feel that the Health Unit could take a more 

strategic approach to wellness that reflects a deeper understanding of the issues that 

deplete employee well-being. As one person commented: 

I think MLHU talks about this, but does not have a good understanding of the 

practical things that can be done in a workplace to help support staff. Focus 

seems to be on easy, low-hanging fruit. An example would be, before our 

move, before the pandemic - morale was low, feelings of burnout were high, 

often because so many tasks were dumped on us simultaneously on top of our 

regular work load. Our feedback was asked for and ignored...another waste of 

time. Communication was often poor. The response at MLHU seemed to be 

trivial - let’s have a barbeque! - instead of dealing with the real issues - better 

procurement, more staff in the right places -i.e. Communications so there was 

not such a backlog. Acknowledge the time needed to develop and implement 

some of the strategies you asked for - I could go on. 

Some employees shared concerns about asking for any type of accommodation at the 

Health Unit. Some employees shared that asking for accommodations can mean that you 

would be seen as not being considered a team player or “up to the challenge” of working at 

the Health Unit, which are both valued at MLHU. Some also shared that employees who are 

precariously employed, e.g., part-time or temporary, would be less likely to ask for 

accommodation. 

Some employees shared that they have requested and received the needed 

accommodation, and have no concerns about the process. As some noted: 

Accommodation was granted without question. No issues. 

My manager showed empathy, understanding, and a willingness to see and 

work within my abilities.  
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However, there were also those who shared negative experiences of the accommodation 

process: 

Very disappointed in the process of requesting accommodation - was 

requested to complete forms and seek dr. approval to return to or be away 

from work on an urgent basis - was difficult to secure appts with health care 

professionals at the last moment - would have preferred to communicate 

accommodation needs with manager and not someone who I have never met 

in HR.  

I have experienced stress when asking for accommodations because it feels like 

a fight over whose interpretation over the collective agreement is more right. In 

the past I have just stopped asking. 

It is not always easy to get accommodations and when I’ve had 

accommodations in the past, colleagues not on my team commented on said 

accommodations. 

Consultation participants revealed that informal accommodation requests appeared to be 

better handled than those who engaged with the formal accommodation process. In many 

cases, participants did not have confidence in the process and felt that whether they 

received accommodation was based on the relationships between the particular people 

involved rather than being based on an adherence to a policy.  They also noted, however, 

that inconsistencies occurred in the approval of accommodations, with not all 

accommodations being considered or provided.  

Recommendation 78: It is recommended that HR staff and leadership receive additional 

and ongoing training on MLHU’s duty to accommodate, the principles of accommodation, 

and the accommodation process to ensure that accommodation is provided, based on any 

human rights protected ground, consistent with the Ontario Human Rights Code.  

Recommendation 79: It is recommended that all employees receive education and 

information on accommodation, MLHU’s duty to accommodate, the principles of 

accommodation, and the accommodation process so that they are able to fully participate 

in the accommodation process. They should also be informed of who they can go to should 

they not be receiving the needed accommodation.  

9.4 Respectful work environment 
The Workplace Equity and Inclusion Survey also asked employees to share their 

perspectives about harassment and discrimination in the workplace.  

As Graph 6 shows, employee responses to the survey indicate that MLHU has done a good 

job of educating and training employees about its harassment and violence prevention 
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policies. The vast majority of employees (93%) who responded to the survey reported that 

they are aware of and understand MLHU’s Harassment and Discrimination Policy. An even 

larger proportion (97%) reported that they are aware of and understand MLHU’s Workplace 

Violence Policy. In addition, 81% of survey respondents indicated that they have received 

effective training on workplace harassment, and 86% indicated that they have received 

effective training on workplace violence so that they know how to effectively handle an 

issue if it does occur.   

A similarly large proportion of employees (79%) reported that they feel the person they 

report to would effectively handle an issue of workplace violence and/or harassment if it 

did occur, and 68% of survey respondents reported that harassment and discrimination 

are not tolerated at MLHU.  

 

In the comments about their experiences of harassment and discrimination, a number of 

employees shared their concern that managers have ignored inappropriate behaviours 

Graph 6. Workplace Harassment and Discrimination.  
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and have therefore permitted these behaviours to continue and negatively impact the 

working environment. As some noted:  

It is more common than one would think and is not taken as seriously as it 

should be. More than once has a concern been brought to a manager with the 

end result being in turned back on the “victim” for resolution.  

From my experience what I see the most is the subtle insensitive comments and 

behaviour that are often allowed to continue unaddressed over many years. 

People experiencing this have not been very well supported when they bring 

this forward and often feel stigmatized. You are caught in the middle because 

by reporting that person it makes it difficult to continue working in that 

environment. 

Overall the organization is good, it is the few people who are allowed to 

continue get away with poor behavior that sours the workplace. 

In my experience when inappropriate comments or behaviors are reported to 

management in hopes of action - the incidents are brushed off and not dealt 

with this in turn allows for the behavior to continue and makes for a very toxic 

and unpleasant work environment. Managers are more concerned with being 

everyone’s friend and keeping the peace instead of addressing the issues. 

In the consultations, a number of employees raised their concerns about the work culture 

of the Health Unit, which one person described as a being “very Christian, cis, White 

normative in culture and celebrations.” These employees pointed to a greater need to 

acknowledge and celebrate non-Christian religions and the various cultures of employees. 

They noted that this could serve to increase the knowledge and comfort level of staff from 

diverse communities, thereby impacting not only working relationships but also enable 

staff to better serve an increasingly diverse community.    

Some also shared concern that employees did not have a clear understanding of 

harassment, with some identifying performance management as harassment. While 

management has the legal duty to consistently and fairly manage the performance of staff, 

in and of itself, it is not considered to be harassment. However, it can be deemed to be 

harassment if employees are held to a different standard or if an employee is 

micromanaged as a form of reprisal for raising human rights or other concerns. In this 

case, use of the performance management process can be discriminatory. 

Some consultation participants shared their discomfort in witnessing or experiencing 

harassment or inappropriate behaviours themselves and how helpless they felt to 

intervene. Some employees shared that their fear of reprisal and impact on job security 

were reasons for not intervening or reporting an issue. A strong determinant of whether 
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one intervenes or reports an incident appears to be the manager. Some had confidence in 

particular managers to address the issue. They felt that other managers lacked the 

knowledge and skill, while others were seen as bullies themselves. 72% of survey 

respondents reported that managers create a respectful and welcoming work environment 

for all employees. Slightly fewer (68%) reported that senior leaders at MLHU create a 

respectful and welcoming work environment for all employees.  

In the comments to the survey, some expressed concern about experiencing reprisal from 

their manager if they report an issue. Some employees also shared concerns about making 

a complaint about a manager, as they feel that the process favours managers over 

employees. A number also shared their concerns about the inappropriate behaviours of 

managers themselves, which has a particularly negative impact on the work environment 

and also demonstrates to employees which behaviours will be tolerated in the workplace. 

The impact of these behaviours can be long lasting even after the person exhibiting the 

behaviours has left the organization. As employees commented: 

Specific manager bullying employee over a course of multiple years with no 

real ramifications for manager afterwards. No follow-up with employee 

conducted. [Someone] expressed laughter, when employee expressed 

emotional impact the bullying had caused. Employee was told to go to EAP to 

address feelings. Instead of addressing the issue, employee made to feel like 

problem was the employee’s feelings and not the bullying behavior. 

I was harassed and bullied by a manager for months and did not feel like there 

was anything I could do. Then the manager and director both harassed and 

bullied me in a meeting. I have never felt so disrespected in my professional 

career. 

Survey respondents in a people management role were also asked whether they feel 

sufficiently equipped to handle issues of workplace harassment and discrimination. Of the 

18 people managers who responded to the survey, the majority reported feeling equipped 

to do so: 

• 72% reported having the knowledge, tools, and resources to effectively deal with 

workplace harassment and discrimination 

• 83% reported that they have the knowledge, tools, and resources to create a 

welcoming and inclusive workplace 

• 78% reported that they have the knowledge, tools, and resources to manage a 

diverse workforce and support all employees equitably, and 

• 94% reported that the person they report to supports them to create a welcoming 

and inclusive workplace.  
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A few provided comments about the supports and resources they need to create a 

respectful and inclusive workplace: 

I welcome the opportunity to learn more. 

I stated that I do not have the knowledge and skills because I don’t know what I 

don’t know. I’d like to think I create a welcoming environment and deal with 

workplace harassment, but I do not know if I do this effectively. 

There could be more specific education for managers to ensure we are creating 

a welcoming and inclusive workplace. 

Despite this high level of confidence among managers who completed the survey, a 

number of staff shared their concerns about the ability of managers at all levels of the 

organization to address issues of harassment. They have shared bringing issues to the 

attention of managers, which were not addressed. They shared issues occurring in the 

presence of managers which were not addressed. By not addressing these inappropriate 

behaviours, not only have managers condoned the behaviours, they have allowed these 

behaviours to continue and have left staff in a potentially unsafe situation.  

Employees were also asked to share their experiences of workplace violence, harassment, 

and discrimination over the previous 2 years. While few reported personal experiences of 

discrimination and harassment, larger proportions of survey respondents reported hearing 

or seeing subtle or overt harassment or discrimination at the Health Unit.  

 

Graph 7. Experiences of Workplace Violence, Harassment, and Discrimination. 
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As Graph 7 shows, only 18% indicated that in the last 2 years they have experienced 

discrimination at work, while a slightly larger proportion (21%) indicated that they have 

experienced harassment at work. However, more than half (56%) of respondents indicated 

that in the last 2 years they have heard subtle insensitive comments or seen insensitive 

behaviours at MLHU. In addition, about one-third (30%) have heard comments or 

witnessed behaviours of overt harassment or discrimination at MLHU in the last 2 years. 

In the focus groups and interviews, some shared that the subtle ways in which people are 

made to feel unwelcomed, including expressions of microaggressions, impacts how staff 

are able to do their work. Others shared experiences of more overt and offensive 

behaviours by senior leaders or in the presence of senior leaders which were not 

addressed. Allowing these behaviours to occur, uninterrupted and unaddressed, sends the 

message that these behaviours are acceptable and condoned by senior leaders. 

Furthermore, staff have indicated that when these behaviours are perpetrated by senior 

leaders, they don’t feel that they can have the behaviours addressed and must live with 

these behaviours.  

In the focus group and interviews, some raised concerns that some racialized people are 

not fully welcomed into the workplace and experience difficulties integrating. Some also 

expressed concern that while many White staff may be comfortable providing health 

services to racialized communities they aren’t necessarily as comfortable working 

alongside, or reporting to, racialized people. Some also shared feeling an underlying 

current of racism in the Health Unit, which contributes to turnover of racialized employees. 

There was also concern that the culture at the Health Unit was not one in which everyone is 

comfortable sharing their hidden identities and that it is not a safe space for all employees 

to be their authentic and full selves at work.  

When asked to comment on their experiences, some respondents shared experiencing or 

witnessing offensive behaviours. Many characterized these behaviours as bullying rather 

than harassment. Their comments include: 

I have had several unpleasant encounters with a colleague… where they yelled 

at me, told me I didn’t know what I was doing and told me to figure out the 

problem on my own. 

Since moving to Citi Plaza, staff have been heard saying insensitive things 

about the individuals who often walk through the mall. Staff seem afraid. I 

have heard staff say insensitive things about other staff. 

I have not experienced any discrimination but have heard some experiences of 

people of colour, walking in the hallways and saying hello to people and 
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people not responding to them and feeling like it was because of the colour of 

their skin. 

Comments were overhead by members of [one team] discriminating against a 

staff member who had a disability with disparaging comments in front of other 

employees. 

Prior to moving to work from home some more overt “territorial” type 

behaviour was observed as staff moved into the new office space. The intent I 

believe was to ensure that the vision of the new office space was maintained 

but at times the physical actions (e.g. shoving chairs and moving personal 

items like coats/sweaters in cubicles) felt intimidating/harassing and could 

have been more respectfully communicated.  

I have seen acts firsthand that I would not identify as harassment, but that are 

of a bullying nature, and from both staff and management. I feel these 

incidents come from a ‘few’ rather then ‘many’ but can have tremendous 

impacts on the culture of the workplace if not dealt with appropriately. 

When asked about their daily workplace experiences, the majority report positive 

experiences.  

 

Graph 8. Daily Workplace Experiences. 
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The vast majority (92%) of survey respondents agreed that on a daily basis their colleagues 

treat them in a respectful manner. A similar percentage (90%) agreed that the person they 

report to treats them in a respectful manner.  

Most respondents (72%) indicated that social events organized by MLHU or their own work 

teams are welcoming and inclusive of people from all backgrounds and identities. 78% 

agreed that MLHU is welcoming of people from diverse communities, backgrounds, and 

identities (e.g., women, racialized people, Indigenous peoples, persons with disabilities, 

those who identify as LGBTQ2S+, etc.). In the focus groups and interviews, employees 

shared that not all Indigenous peoples and employees from equity-seeking groups 

experience a welcoming and inclusive community. In fact, some feel that the environment 

is not one in which they can share a hidden identity, such as that they live with a disability, 

that they identify as LGBTQ2S+, or practice a non-Christian religion.  

Recommendation 80: Recognizing that a great deal of inappropriate behaviours can be 

stopped and their impact minimized if they are immediately addressed, it is recommended 

that employees and managers have access to training that provides them with the 

knowledge and techniques for intervening when they do witness or learn about these 

behaviours. 

Recommendation 81: It is recommended that senior leaders and managers be reminded 

through ongoing communication, training, and other means of their legal duty to foster a 

respectful work environment, to lead by example, and to act to stop harassment and 

discrimination when they witness or hear about these behaviours. 

Recommendation 82: It is recommended that the Health Unit ensure that it creates 

inclusive and safe workplaces that allow employees who identify as LGBTQ2S+ to bring 

their full selves to work. This should include visual displays of positive spaces as well as 

training for employees and managers about their roles and responsibilities to create 

inclusive and welcoming spaces for all employees.   

9.5 Attitudes and corporate culture 
Individual attitudes and corporate culture have an impact on the job performance and 

retention of Indigenous employees and employees from the equity-seeking groups. While 

some behaviours may not be deemed harassment or discrimination as defined by the 

Ontario Human Rights Code, they can nonetheless have a significant impact on the work 

environment. For example, negative attitudes toward equity and diversity, even when 

expressed out of ignorance, can affect the work environment and whether Indigenous 

employees and employees from the equity-seeking groups feel welcomed and included in 

the workplace.  
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An understanding of employees’ support of workplace equity, diversity, and inclusion 

efforts also helps to assess the organization’s readiness for change and the strategies that 

will be needed to effect and sustain change. Many workplace equity, diversity, and 

inclusion efforts have been derailed by failing to measure an organization’s readiness for 

change, undertaking too rapid a pace of change, and undertaking initiatives without first 

ensuring the needed understanding and buy-in from managers and employees. 

Implementing diversity programs without creating this foundation of understanding can 

create fear and resentment and lead to a backlash. 

Organizations that are positioned to succeed in their workplace diversity and inclusion 

efforts have included diversity objectives in their business plans, integrated equity into 

procedures and practices, and displayed a high level of commitment and leadership from 

the top.  

The Workplace Equity and Inclusion Survey asked respondents about their own 

commitment as well as their perception of MLHU’s commitment to workplace equity, 

diversity, and inclusion. As the data shows, 91% of survey respondents agreed that 

workplace equity, diversity, and inclusion are important to MLHU. An even larger 

proportion of survey respondents (96%) feel that diversity in the workforce adds to MLHU’s 

ability to better serve a diverse community. Nearly all respondents agreed that diversity in 

the workforce adds to the strength of the organization (98%) and that a workplace that 

welcomes and values diversity is important to them (97%).  

In the focus groups and interviews, employees shared their support for workplace equity, 

diversity, and inclusion, which they saw as consistent with public health’s commitment to 

health equity. They indicated that the training offered to date, the creation of the Health 

Equity Unit, and messaging from senior leaders have all been well received. They also point 

to the participation of the Chief Medical Officer in the recent Black Lives Matter 

demonstrations along with the identification of racism as a public health issue as 

demonstrated commitments by the Health Unit’s leadership to anti-racism and anti-

oppression.  

They also shared that while they think the Health Unit is doing well with respect to health 

equity, that there wasn’t a corresponding focus on workplace equity and that much more 

needs to be done to deepen the understanding of leaders and staff in this regard.  

Many, however, shared their concerns about how the move to gender-neutral washrooms 

was handled as indicative that the Health Unit needs to take a more thoughtful and 

strategic approach to workplace equity, diversity, and inclusion. They felt that such a 

significant change should have been implemented with consultation and communication 

with staff. For many with whom we spoke, the issue was not the gender neutral 
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washrooms, but the way in which they were implemented – without input or consideration 

for staff.  

75% of survey respondents believe that MLHU’s Senior Leadership Team behave in ways 

that demonstrate a commitment to equity, diversity, and inclusion, while 81% indicate that 

MLHU’s managers behave in ways that demonstrate a commitment to workplace equity, 

diversity, and inclusion. 

Employees noted that it is critical that senior leaders and managers develop a deeper 

understanding and commitment to workplace equity, diversity, and inclusion if any change 

is to be made at the Health Unit. Some shared that the commitment at the senior level was 

simply performative, as they have not seen this commitment operationalized nor creating a 

positive impact on their work experience. They felt that senior leaders and managers need 

to be provided with the tools and capacity to integrate equity, diversity, and inclusion into 

their management practices in order to not only create change, but also model the 

behaviours they expect of others. Some employees commented about the conservative 

nature of the organization, in a conservative community, and the need for the Health Unit 

to do more if it is to authentically engage in this work. Some shared that this work was 

performative for the Health Unit and that more needs to be done to embed it into the 

culture and work of the organization.   

There were also some employees who shared their concern that because this work isn’t 

embedded into the organization, engaging in conversations about equity, diversity, and 

inclusion may limit their opportunities for advancement.  

Some managers themselves noted that while they would like to engage in this work, a lack 

of knowledge and skills leaves them reluctant to engage in critical conversations about race 

or other aspects of diversity. Some also felt uncertainty that the organization would be 

supportive if they were to independently engage in these conversations.  

The vast majority (95%) also indicated that they understand why workplace equity, 

diversity, and inclusion are important to MLHU. It is important to note that some 

employees expressed concern about this work or ignorance about what this work might 

entail. As some commented: 

Freedom of speech and thought are cornerstones to a democratic society. 

Removing these is tantamount to an authoritarian regime. 
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Diversity and inclusion are important but it shouldn’t overshadow having the 

most qualified person in a role.  

 

Throughout the focus groups and the online survey, employees expressed their pride in 

working at MLHU and feel that MLHU does a good job of meeting the needs of a diverse 

community. However, there were those who felt that a greater focus was needed internally 

on the workplace and the work experience of employees. There were also those who 

shared their skepticism about this process. They commented that the Health Unit has held 

such consultations before and sanitized or omitted employee concerns in the final report 

or ignored concerns altogether. Many asked whether they would have access to the final 

report and wanted to know what will make this process different than previous similar 

projects. They also shared their desire for this work to not be a “project” but to be 

integrated into the ongoing work of the organization in order to make lasting change.  

Graph 9. Organizational and Employee Commitment to Workplace Diversity. 

Experiences 
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They also shared the need for ongoing work to increase the level of understanding among 

staff and their level of comfort with these issues. They shared examples of discriminatory 

language, attitudes, and behaviours that have been allowed to persist and flourish within 

the Health Unit. They felt that while organizational policies and practices needed to change, 

there was also a need for a shift in personal understanding and commitment to these 

issues in order for authentic and meaningful allyship and inclusion to find a home at 

MLHU. 

Recommendation 83: It is recommended that senior leaders and all people managers 

receive training to ensure they are able to lead and foster a work environment that values 

and is inclusive of Indigenous peoples and employees from the equity-seeking groups. This 

training should help senior leaders and people managers develop the competence and 

confidence to identify and address inappropriate behaviours when they do occur. 

Recommendation 84: It is recommended that senior leaders and all people managers 

commit to, and be provided with, adequate supports, including anti-racism and anti-

oppressive practice training, to enable them to demonstrate a greater personal and 

professional commitment to equity, diversity, and inclusion through behaviours and 

language that demonstrate inclusion and respect for all employees.  

Recommendation 85: It is recommended that a communications/learning strategy be 

developed (which may include a newsletter, lunch and learns, and other informal methods 

of promoting knowledge, resources, tools, and practices, etc.) with the goal of: 

• Increasing employee understanding of workplace equity, diversity, and inclusion 

• Increasing employee understanding of barriers to hiring, advancement, and 

inclusion in the labour market generally and within the MLHU more specifically, 

addressing the facts and myths associated with workplace equity, diversity, and 

inclusion 

• Defining key terms and concepts, and 

• Developing and communicating a business case for workplace equity, diversity, and 

inclusion that links the organization’s diversity and inclusion efforts to its ability to 

serve an increasingly diverse community. 

Recommendation 86: It is recommended that MLHU better support employees to 

understand the need and rationale for its equity, diversity, and inclusion efforts, by sharing 

this report and the resulting action plan with employees and providing regular updates 

with respect to implementation.  

Recommendation 87: It is recommended that MLHU be proactive in its approach to 

inclusion, by emphasizing accessibility, equity, and inclusivity when developing 

employment policies, procedures, and practices. 
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Recommendation 88: It is recommended that MLHU conduct another Employment 

Systems Review in 5 years to assess progress and develop a new DEI Framework. 

 

PART D: CONCLUSIONS & NEXT STEPS 
As the COVID-19 pandemic has made clear, public health is a vital public service that 

contributes to the health and vitality of our communities. Those responsible for designing 

and delivering public health play a critical role in providing services critical to meeting the 

needs of underserved communities, typically Indigenous communities, racialized 

communities, gender and sexual diverse communities, and those who experience poverty.  

Canada as a whole is becoming increasingly diverse as the population ages and the country 

relies more heavily on immigration for population and labour market growth. In addition, 

Indigenous peoples remain the fastest-growing communities in the country. To remain 

vibrant and growing, Middlesex-London must not only be welcoming and inclusive to all 

communities but must provide relevant and culturally appropriate programs to help these 

communities thrive.  

As such, conducting this Diversity and Inclusiveness Assessment is an important step in the 

Health Unit’s inward focus on workplace equity, diversity, and inclusion efforts. But while 

this is an important step, the thoughtful and well-coordinated implementation of the 

recommendations from this report, led by courageous leadership and appropriately 

resourced, is critical to making sustained change. 

 

 

  

Appendix A: 24-21



MIDDLESEX-LONDON HEALTH UNIT 

Diversity and Inclusion Assessment: Employment Systems Review  

 

 

© TURNER CONSULTING GROUP INC.   89 

APPENDIX A — Documents, Policies, and Procedures Reviewed   
Policies 

Accessibility for Ontarians with Disabilities Act Policy (Integrated Accessibility Standards 
Regulation)  
Alternative Work Arrangements Policy 
Code of Conduct Policy 
Conflicts of Interest and Declaration 
Critical Injury or Fatality Policy 
Employee and CERV Immunization Policy 
Employee Incident Reporting Policy 
Ergonomics Policy 
First Aid Requirements Policy 
Fit to Work — Impairment From Alcohol and Other Drugs 
Harassment and Discrimination Policy 
Inclement Weather Policy 
Intimate Partner 
Leave of Absence Policy 
Long-Term Disability Policy 
Occupational Health and Safety Policy 
Performance Appraisal Policy 
Progressive Discipline Policy 
Recruitment and Hiring Policy and Guidelines 
Retirement and Resignation Policy 
Safe Return to Work and Accommodation Policy 
Scent-Free Organization Policy 
Sick Leave Policy 
Vulnerable Sector Screening Policy 
Workplace Violence Policy 
 
Procedures 

Procedure for Reporting and Responding to Complaints of Harassment/Discrimination 
Return to Work (RTW) and Accommodation Procedures 
 
Forms and Other Documents 

Conflict Resolution — Initial Complaint Form 
Corporate Code of Conduct 
Functional Abilities Assessment Form 
Measures to Assess and Control the Risk of Workplace Violence 
Mental/Cognitive Abilities Assessment Form 
Personal Safety Guidelines 
Report on Health Equity Staff Capacity Building Activities (February 21, 2019) 
Return to Work and Accommodation Plan 
Strategic Plan (2015–2020) 
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APPENDIX B — Recommendations by Priority Area 

Priority 1: Diversify the workforce at all levels 
Recommendation 2: It is recommended that the Recruitment and Hiring Policy and 

Guidelines be revised to address the identified issues, to support an equitable hiring 

process, to support the diversification of Health Unit staff, and to ensure compliance with 

the AODA.  

Recommendation 3: It is recommended that MLHU revisit the list of employees, students, 

and volunteers to determine which positions require the vulnerable sector check, a police 

records check, or neither. The development of a matrix to decide which position requires 

which check, based on the position’s duties and responsibilities, would support 

consistency.  

Recommendation 28: It is recommended that MLHU develop an Employment Equity 

Policy. 

Recommendation 37: It is recommended that the salary range be included on each job 

posting.  

Recommendation 38: It is recommended that MLHU update its equity statement to reflect 

a stronger commitment to attracting and hiring job seekers from Indigenous communities 

and the equity-seeking groups.  

Recommendation 39: It is recommended that MLHU’s accommodation statement be 

revised as follows: 

MLHU is committed to providing accommodations based on any human 

rights protected ground throughout the recruitment and selection process. If 

you require accommodation, please notify us when contacted for an 

interview and we will work with you to meet your needs.  

Recommendation 40: It is recommended that MLHU revise its process so that the 

description of the selection process is made available to all candidates and that they are 

then asked, when invited for an interview, whether they require accommodation based on 

any human rights protected ground to participate in the process. 

Recommendation 41: It is recommended that an FAQ section be added to answer a range 

of questions applicants may have about the selection process, including what to expect if 

invited for an interview and how foreign-trained professionals can have their academic 

credentials evaluated.  

Recommendation 42: It is recommended that the proposed FAQ section also address 

questions that job seekers may have about requesting accommodation, such as “What is 
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accommodation?” and “Will asking for accommodation affect MLHU’s hiring decision?” 

Examples of the types of accommodations that may be provided could be included to help 

job applicants understand whether they should be requesting accommodation. Job seekers 

should also be informed that accommodation will be provided based on any human rights 

protected ground, including disability, family status, and religion.  

Recommendation 43: It is recommended that the Recruitment and Hiring Policy and/or 

the information on the Employment Opportunities webpage be revised to ensure 

consistency between policy and practice with respect to the handling of unsolicited 

résumés. 

Recommendation 44: It is recommended that MLHU engage in targeted outreach 

recruitment to attract applicants from diverse communities, backgrounds, and identities, 

particularly Indigenous and racialized applicants. 

Recommendation 45: It is recommended that the information contained on the 

Employment Opportunities webpage regarding Police Vulnerable Sector Checks be 

consistent with the organization’s policy.  

Recommendation 46: It is recommended that the proposed FAQ section of the website 

indicate that a criminal record is not in itself a barrier to hiring. Instead, the FAQ should 

indicate that if a qualified candidate has a criminal record, Human Resources will consider 

the nature, date, and extent of the criminal record to assess whether the candidate is 

suitable for the position. This section can also state MLHU’s acknowledgement that that the 

criminal justice system historically and presently perpetuates injustices and barriers for 

specific groups, and that the Health Unit will keep this in mind when assessing candidates. 

Recommendation 47: It is recommended that job descriptions and job ads indicate that 

qualified candidates must have the skills and knowledge needed to work with an 

increasingly diverse population as well as the skills related to and knowledge of health 

inequities, how they are perpetuated, as well as how to address them, specific to the 

requirements of the job.  

Recommendation 48: It is recommended that an equivalent combination of education and 

years of work experience, informal and volunteer experience, as well as lived experience be 

accepted for positions that do not require a specific degree, certificate, or professional 

designation, and those engaging in hiring are educated regarding assessing and 

considering equivalency, with screening and recruitment tools reflecting this.   

Recommendation 49: It is recommended that the Human Resources Department ensure 

that the prescreening of résumés and the prescreening telephone interview are used to 

assess whether candidates possess the required skills and abilities for the job. 
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Recommendation 50: It is recommended that recruitment and selection guidelines be 

updated to address the identified issues to ensure consistent interview practices that 

comply with MLHU policies, best practices for bias-free hiring, the Ontario Human Rights 

Code, as well as the AODA.  

Recommendation 51: It is recommended that all interview questions be closely linked to 

the assessment of the skills and abilities of the candidate as it relates to the job. Interview 

questions should be reviewed to ensure that they do not create any cultural barriers to 

candidates from diverse communities, backgrounds, and identities, and cross-referenced 

with the job postings to ensure there is fidelity between the questions and the skills and 

qualifications laid out in the job posting.  

Recommendation 52: It is recommended that ‘look fors’ be prepared for each interview 

question to ensure that the assessment of the candidate’s responses is consistent for each 

panel member. 

Recommendation 53: It is recommended that all interviews include at least one question 

to assess the candidate’s demonstrated commitment to health equity and ability to work 

with clients from diverse communities, backgrounds, and identities. 

Recommendation 54: It is recommended that Human Resources staff and those who sit 

on hiring panels be provided with guidance on the need to consistently score candidates’ 

responses to interview questions and how the consideration of “fit” and various behaviours 

could be biased against Indigenous candidates and candidates from the equity-seeking 

groups.  

Recommendation 55: It is recommended that all members of a hiring panel be provided 

with instructions on the importance of keeping complete, verbatim notes on candidates’ 

responses to interview questions to support their ability to accurately assess each 

candidate. 

Recommendation 56: It is recommended that all those involved in the hiring process be 

provided with training and ongoing support about bias-free, non-discriminatory hiring and 

the impact of unconscious bias, to ensure that only factors that are relevant to the 

candidates’ ability to do the job are considered in the hiring process.  

Recommendation 57: It is recommended that interview panel members be required to 

independently score the candidate’s responses to each question, prior to coming to a 

consensus with the other panel members. 

Recommendation 58: It is recommended that the scheduling of the interviews include 

sufficient time after each interview to appropriately score each candidate. 
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Recommendation 59: It is recommended that a rubric be developed to support 

consistency in scoring the responses of interviewees by providing additional guidance for 

members of the interview panel. 

Recommendation 60: It is recommended that a scoring template be developed for each 

test used in the hiring process, to support the consistent scoring of all candidates and to 

limit the impact of biases on the assessment of candidates. The test scores should also be 

used in the assessment of candidates and when making the final hiring decision.   

Recommendation 61: It is recommended that the completed test scoring templates be 

retained in the competition files.  

Recommendation 62: It is recommended that the marking of tests incorporate the best 

practice of anonymous scoring (e.g., the markers do not know the names of the 

candidates) in order to reduce the impact of bias.  

Recommendation 63: It is recommended that when tests are included in the selection 

process, that candidates are informed of how they will be scored, e.g., content, how 

information is organized, grammar and spelling, etc. 

Recommendation 64: It is recommended that reference checks include a question, 

appropriate for the position, on the person’s demonstrated commitment to health equity 

and ability to work with clients from diverse communities, backgrounds, and identities. 

Recommendation 65: It is recommended that the proposed Employment Equity Policy 

commits MLHU to creating a more diverse workforce and is supported by procedures and 

guidelines about how diversity is to be considered in the hiring process.  

Recommendation 66: It is recommended that managers receive ongoing communication 

and education about MLHU’s commitment to diversifying the workforce, the value that 

diversity brings to the Health Unit, and managers’ roles and responsibilities to support this 

corporate objective. 

Recommendation 67: It is recommended that MLHU offer letters be updated to inform 

the successful candidate of the organization’s accommodation policy and the process for 

requesting needed accommodation based on disability and any other human rights 

protected ground.  

Recommendation 68: It is recommended that the onboarding process be reviewed 

through an equity lens to ensure that new employees are consistently welcomed by the 

organization, understand key policies, acclimatized to their role and the organization, and 

supported to contribute their best. 
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Recommendation 69: It is recommended that a checklist be created to identify what 

information is to be maintained in the competition files and to ensure that each file is 

complete when closed. 

Recommendation 75: It is recommended that changes to the hiring and selection process 

be communicated to employees to increase their confidence in the hiring process.  

Priority 2: Strengthen Human Resources policies and practices 
Recommendation 4: It is recommended that MLHU update the Accessibility for Ontarians 

with Disabilities Act Policy to ensure that it fully complies with the AODA. 

Recommendation 5: It is recommended that the Code of Conduct Policy be extended to 

apply to MLHU workplaces and the work experiences of Board members, employees, 

students, and volunteers.  

Recommendation 6: The Corporate Code of Conduct should be updated, replacing the 

Golden Rule with Platinum Rule and adding gender identity, gender expression, and race as 

dimensions of diversity.  

Recommendation 7: It is recommended that a Conflict of Interest Policy be developed to 

apply to address the need for all Health Unit employees to avoid perceived and real 

conflicts of interest, including conflicts of interest in the hiring and selection process. 

Recommendation 8: It is recommended that the Safe Return to Work and Accommodation 

Policy and Procedures be updated to address the identified issues and better align it with 

the requirements of the Ontario Human Rights Code.  

Recommendation 9: It is recommended that a separate Accommodation Policy be 

developed to address the Health Unit’s obligation to provide accommodation based on any 

Code protected ground. 

Recommendation 10: It is recommended that the proposed Accommodation Policy 

explicitly state that alternative work arrangements may be requested and provided as an 

accommodation based on any human rights protected ground, including disability and 

family status.  

Recommendation 11: It is recommended that MLHU provide appropriate education and 

training to all managers about their duty to accommodate employees based on any human 

rights protected ground. This training should also help managers understand the range of 

physical and mental disabilities, both evident and non-evident, and the other human rights 

protected grounds for which accommodation may be requested and the types of 

accommodation that may be provided, including alternative work arrangements such as 

work from home, compressed work week, and alternate work hours. 
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Recommendation 12: It is recommended that MLHU educate all employees about their 

rights regarding workplace accommodation and the process of obtaining said 

accommodation. MLHU should explain its legal obligations under the Ontario Human Rights 

Code as well as how accommodation helps employees to perform their best at work. When 

accommodation is presented in this context, employees will be less likely to view it as 

special treatment provided to some and not others. Employees should also understand the 

range of accommodation available, including alternative work arrangements such as work 

from home, compressed work week, and alternate work hours. 

Recommendation 13: It is recommended that the return to work process ensure that, if 

needed, an individualized workplace emergency response plan is created for employees 

with a disability who require accommodations to evacuate their workplace in an 

emergency  

Recommendation 14: It is recommended that MLHU work with the Ontario Nurses’ 

Association to enhance Article 3.1 to include accommodation for other Code-related 

grounds.  

Recommendation 15: It is recommended that the Remote Work Policies currently in 

development be reviewed through an equity lens.   

Recommendation 16: It is recommended that the Leave of Absence Policy and the 

collective agreements be updated to remove gendered language. 

Recommendation 17: It is recommended that the Leave of Absence Policy be updated to 

address leaves for employees who adopt a child or who are in a relationship with the 

parent of a child and intend to treat the child as their own. 

Recommendation 18: It is recommended that the Leave of Absence be updated to state 

that a leave may be a form of accommodation and to state the Health Unit’s commitment 

to comply with the Ontario Human Rights Code by providing accommodation to the point of 

undue hardship.  

Recommendation 19: It is recommended that this policy reflect the availability of job-

protected family medical leave and compassionate care leave allowed for through the 

Employment Standards Act. 

Recommendation 20: It is recommended that the Ergonomics Policy be updated to reflect 

the Health Unit’s obligation to provide new equipment as an accommodation based on any 

human right protected ground, short of undue hardship. 

Recommendation 21: It is recommended that the Scent-Free Workplace Policy be updated 

to reflect the Health Unit’s obligation to accommodate an employee with scent sensitivity, 

short of undue hardship.  
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Recommendation 22: It is recommended that the Performance Appraisal Policy be revised 

to address the AODA requirements that the accessibility needs of employees with 

disabilities be considered in the performance appraisal process.  

Recommendation 23: It is recommended that the Retirement and Resignation Policy state 

that all exiting employees are to be provided with the exit survey, and specify that it is the 

formal interview which will be held at the request of the employer or employee.  

Priority 3: Create a more inclusive and respectful organizational culture 
Recommendation 24: It is recommended that the Retirement and Resignation Policy 

require that Human Resources summarize the information from exit surveys and 

interviews on an annual basis to identify any potential areas of concern for Indigenous 

peoples or members of the equity-seeking groups.  

Recommendation 25: It is recommended that the exit survey include questions about 

equity, diversity, and inclusion to allow MLHU to better understand the experiences of 

Indigenous staff and those from the equity-seeking groups and how these experiences may 

contribute to them leaving the organization.  

Recommendation 26: It is recommended that on an annual basis Human Resources 

summarize information from both the exit survey and exit interviews to present to the 

senior leadership team to identify areas of concern and efforts taken / plans to address the 

identified concerns.   

Recommendation 27: It is recommended that the Harassment and Discrimination Policy 

be updated to better align it with the requirements of the Ontario Human Rights 

Commission and best practices. 

Recommendation 29: It is recommended that the Health Unit address religious 

accommodation, either within the Accommodation Policy or through a separate Religious 

Accommodation Policy, and state its legal obligation to provide religious accommodation, 

short of undue hardship, including breaks, prayer space, scheduling of shifts, and 

scheduling of interviews. The policy should identify the roles and responsibilities of human 

resources, managers, and employees. It should also clearly state that any reprisal against 

an employee for requesting or receiving accommodation is a violation of the policy. 

Recommendation 30: It is recommended that the Health Unit educate employees about a 

variety of religious and cultural celebrations. 

Recommendation 31: It is recommended that the Health Unit share a calendar of 

significant religious holidays and communicate to managers that they should refrain from 

scheduling meetings on major religious holidays. 
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Recommendation 32: It is recommended that the Health Unit develop a Smudging and 

Pipe Ceremonies Policy that supports the organization’s legal obligation to protect, 

promote, and facilitate Indigenous traditions and ceremonies, including smudging and pipe 

ceremonies, in support of the Health Unit’s commitment to reconciliation. The policy 

should identify the roles and responsibilities of human resources, managers, and 

employees, and also be aligned with the procedures of the Scent Free Policy. It should also 

clearly state that any reprisal against an employee for requesting or receiving 

accommodation is a violation of the policy. 

Recommendation 33: It is recommended that MLHU develop a policy and procedures for 

employees to identify, upon hiring (and potentially even interviewing), if they have a 

preferred name that is different than their legal name, as well as procedures to support the 

use of their preferred name unless use of one’s legal name is required.  

Recommendation 34: It is recommended that MLHU educate staff about the use of 

preferred names and pronouns.  

Recommendation 35: It is recommended that the Health Unit develop policies and related 

guidelines to support transgender employees who may be transitioning at work.  

Recommendation 70: It is recommended that MLHU post its Multi-Year Accessibility Plan 

on the Health Unit’s website as required by the AODA. 

Recommendation 71: It is recommended that MLHU ensure that the issues identified in 

this section were identified by the accessibility audit and that the removal of the identified 

barriers are included in the accessibility plan.  

Recommendation 72: It is recommended that the signage of the two single-user 

washrooms at the Strathroy location be changed to be gender-inclusive, such as by saying 

simply “washroom.” 

Recommendation 73: It is recommended that MLHU consider installing single-user 

gender-inclusive washrooms on the second floor at Citi Plaza.  

Recommendation 74: It is recommended that MLHU educate employees about why 

gender-inclusive washrooms are important, about the rights of transgender employees, 

and setting expectations of acceptable workplace behaviour related to gender diversity.  

Recommendation 76: It is recommended that MLHU only request a medical note when 

information on limitations and abilities are required for accommodation planning.  

Recommendation 77: It is recommended that MLHU continue to educate employees and 

managers about mental health issues to destigmatize mental health to increase the 

likelihood that employees will seek and receive the needed accommodations.  
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Recommendation 78: It is recommended that HR staff and leadership receive additional 

and ongoing training on MLHU’s duty to accommodate, the principles of accommodation, 

and the accommodation process to ensure that accommodation is provided, based on any 

human rights protected ground, consistent with the Ontario Human Rights Code.  

Recommendation 79: It is recommended that all employees receive education and 

information on accommodation, MLHU’s duty to accommodate, the principles of 

accommodation, and the accommodation process so that they are able to fully participate 

in the accommodation process. They should also be informed of who they can go to should 

they not be receiving the needed accommodation.  

Recommendation 80: Recognizing that a great deal of inappropriate behaviours can be 

stopped and their impact minimized if they are immediately addressed, it is recommended 

that employees and managers have access to training that provides them with the 

knowledge and techniques for intervening when they do witness or learn about these 

behaviours. 

Recommendation 81: It is recommended that senior leaders and managers be reminded 

through ongoing communication, training, and other means of their legal duty to foster a 

respectful work environment, to lead by example, and to act to stop harassment and 

discrimination when they witness or hear about these behaviours. 

Recommendation 82: It is recommended that the Health Unit ensure that it creates 

inclusive and safe workplaces that allow employees who identify as LGBTQ2S+ to bring 

their full selves to work. This should include visual displays of positive spaces as well as 

training for employees and managers about their roles and responsibilities to create 

inclusive and welcoming spaces for all employees.   

Recommendation 83: It is recommended that senior leaders and all people managers 

receive training to ensure they are able to lead and foster a work environment that values 

and is inclusive of Indigenous peoples and employees from the equity-seeking groups. This 

training should help senior leaders and people managers develop the competence and 

confidence to identify and address inappropriate behaviours when they do occur. 

Recommendation 84: It is recommended that senior leaders and all people managers 

commit to, and be provided with, adequate supports, including anti-racism and anti-

oppressive practice training, to enable them to demonstrate a greater personal and 

professional commitment to equity, diversity, and inclusion through behaviours and 

language that demonstrate inclusion and respect for all employees.  

Recommendation 85: It is recommended that a communications/learning strategy be 

developed (which may include a newsletter, lunch and learns, and other informal methods 

of promoting knowledge, resources, tools, and practices, etc.) with the goal of: 
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• Increasing employee understanding of workplace equity, diversity, and inclusion 

• Increasing employee understanding of barriers to hiring, advancement, and 

inclusion in the labour market generally and within the MLHU more specifically, 

addressing the facts and myths associated with workplace equity, diversity, and 

inclusion 

• Defining key terms and concepts, and 

• Developing and communicating a business case for workplace equity, diversity, and 

inclusion that links the organization’s diversity and inclusion efforts to its ability to 

serve an increasingly diverse community. 

Recommendation 86: It is recommended that MLHU better support employees to 

understand the need and rationale for its equity, diversity, and inclusion efforts, by sharing 

this report and the resulting action plan with employees and providing regular updates 

with respect to implementation.  

Recommendation 87: It is recommended that MLHU be proactive in its approach to 

inclusion, by emphasizing accessibility, equity, and inclusivity when developing 

employment policies, procedures, and practices. 

Other Recommendations 
Recommendation 1: It is recommended that the next iteration of the Health Unit’s 

strategic plan consider more deeply the increasing diversity of the population served and 

how workplace equity, diversity, and inclusion support the organization to better meet the 

needs of a diverse community.  

Recommendation 36: It is recommended that the policy review process be used as an 

opportunity to ensure compliance with equity-related legislation, that equity, diversity, 

inclusion, and Indigeneity are woven into the fabric of all policies, and that this be used as 

an opportunity to use gender-neutral language in these policies.  

Recommendation 88: It is recommended that MLHU conduct another Employment 

Systems Review in 5 years to assess progress and develop a new DEI Framework. 
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