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Brisbane, Australia

their internet initiatives more accessible to seniors from culturally and
linguistically diverse backgrounds. Using bi-cultural facilitators, workshops were
held to gain information about what these seniors groups knew about the
internet and also provided opportunities to increase their skills and
understanding of the use of the internet.

Red Cross African Homework Project:

This Project homework assistance three days per week to Somali children. The
community believed that children would acquire self-confidence in learning by
forming positive study habits. The Red Cross African Settlement Worker and
volunteers supported by the Australian Red Cross volunteer coordinator
facilitated the project. At least one parent was expected to attend each session
to ensure the ‘good behaviour of children”.
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Saskatoon, Saskatchewan

CMARD Commitments 1.2.4.5.6.8.9,.10

The Cultural Diversity and Race Relations Policy of the City of Saskatoon
supported by the City’s Race Relations Committee and guided by its vision to:
“...work with community organizations, business and labour, all orders of
government, and other stakeholders to create an inclusive community, where
ethno-cultural diversity is welcomed and valued, and where everyone can live
with dignity and to their full potential, without facing racism or discrimination”,
identifies the following Outcomes, Indicators of Success. And Monitoring Data:

Outcome

- The workforce
will be repre-
sentative of the
population of
Saskatoon

- There will be
zero tolerance
for racism or
discrimination
in Saskatoon

- Community
decision making
bodies will be
representative of
the whole
community of
Saskatoon

- There will be
awareness and
understanding in
the community
regarding the
issues, and
acceptance of
the various cul-
tures that make

up Saskatoon

Indicators of Success

- The ethno-cultural groups

represented in the work-
force in Saskatoon and
within the Corporation of
the City of Saskatoon will
reach levels that represent
the demographics of the
city

- Reported incidents of racial

discrimination in the com-
munity have decreased

- The number of people from

a variety of ethno-cultural
backgrounds who are
participating in local
government, such as City
Council, committees
advising Council,
Community Associations,
School Boards, etc. has
increased

- Awareness and understand-

ing regarding the issues
of various cultures has
increased both within the
community and within the
Corporation of the City of
Saskatoon

- Organizations and the

City are working together to
create greater awareness
and understanding

Monitor

- Rates of employment by ethno-
cultural groups

- Underemployment by ethno-
cultural groups in regards to work
in jobs below skills and training

- Retention of ethno-cultural
groups by employers over the

long term
(Sources: Statistics Canada, Labour Force Sur-
vey, Federation of Canadian Municipalities)

- Police statistics and reported
incidents of racism from organiza-
tions, such as the Human Rights

Commission
Note: Coordinated systems of reporting
may need to be developed with a variety
of organizations. The City of Saskatoon
should develop and publicize a system
that is user friendly and non-intimidat-
ing to people wishing to report incidents
of perceived racism as they apply to civic
programs and workplaces. Non-confiden-
tial aspects of tracking, actions taken,
and reporting on results of investigations
should be a part of the process.

- Composition of Council and
committees by ethno-cultural
background

- Monitor increase in participation
on decision-making bodies based
on the demographics in neigh-
bourhood profiles

- Monitor and report the extent to
which the City has become a
leader in achieving the outcomes
of the policy within its own
organization

- Monitor public awareness and
understanding through percep-
tion surveys

- Monitor and evaluate the effect
of City of Saskatoon cross-cul-
tural awareness programs

- Monitor best practices research
from agencies and other cities

Welcoming & Inclusive Communities Toolkit
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Saskatoon, Canada

Roles and Strategies

The City identifies the following Roles and Strategies to achieve its Cultural
Diversity and Race Relations Policy Outcomes:

A leader in the community by communicating
the City’s vision and role in regards to the issues.

Strategy: Inclusive Communication — The City of Saskatoon will review its
methods of communication to ensure that information is provided in a
variety of ways to make it easily accessible to our diverse population.

A leader in the community by achieving
the outcomes within its own organization

Strategy: Employment Equity — The City of Saskatoon is an Employment
Equity employer and commits itself to the development and promotion of
policies and practices designed to eliminate discriminatory barriers in the
workplace consistent with the Employment Equity Plan approved by the
Saskatchewan Human Rights Commission. The Workplace Harassment Policy
has been established to provide a supportive environment for all employees.
The City of Saskatoon will encourage and facilitate greater participation and
greater access to employment by members of designated groups.

Strategy: Work-Place Training — The City of Saskatoon will provide
cross-cultural and cultural sensitivity training throughout the Corporation, so
that both management and other employees can work towards eliminating
systemic barriers and creating a welcoming and supportive environment for
employees of all cultural backgrounds. As well, there is a need for education
for potential employees on hiring processes, in order to assist them in
accessing available jobs.

A facilitator to bring other agencies
together to work jointly towards the outcomes

Strategy: Collaboration and Partnerships — The City of Saskatoon will
encourage and facilitate partnerships and collaboration among agencies to
work towards jointly achieving the community outcomes. A first step will be
to form an ongoing committee or coalition of agencies to work together on
strategies and action plans.

A coordinator or clearing-house for information sharing

Strategy: Cultural Awareness and Anti-Discrimination Education - The City
of Saskatoon will work with other agencies to share resources and develop
joint public education programs to increase cross-cultural understanding and
to decrease incidents of discrimination.
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Saskatoon, Canada

A granting agency through existing grant programs.
Strategy: Analysis and Communication — The City of Saskatoon will review
its existing grant programs, and modify them if required to include funding
for race relations activities. The City will communicate about its grant
programs in an inclusive manner.

Cross-reference cultural
diversity & anti-discrimination
Initiatives and strategies...

The Cultural Diversity and Race Relations Policy

is supplemented be the City’s "Employment Eq-
uity Plan” which is monitored and approved by the
Saskatchewan Human Rights Commission, and the
“Saskatoon Plan for Homelessness and Housing.”
These documents serve as cross-references to the
City’s cultural diversity and anti-discrimination ini-
tiatives and strategies.
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Hamilton, Ontario
CMARD Commitments 1.2. 4. 5. 7. 8.9, 10

The Strengthening Hamilton Community Initiative through its partnership
Community Roundtable voiced a vision of promoting “A vibrant and harmonious
community that values our racial, religious and cultural diversity; that fosters
respect and encourages public dialogue; a community in which people are
enabled to become active participants and contributors. (Our Vision, 2001-
2004).” The Roundtable went on to identify four key directives for the initiative.

Promote the safety and security of all residents of Hamilton

- To have ways to assess and respond to threats to the community’s sense of
safety and security.

- To reduce myths and false impressions about diverse groups in Hamilton
through public education.

- The Police and other security services to respond fairly, with respect and
balance, to visible minorities and the broader community.

- To make sure there is Minority Representation in Police Services.

- To make plans that identify issues, assess gaps, and work out solutions to
protect and improve day to day responses to diverse communities,
Neighbourhoods, Schools and Workplaces

Develop broad-based strategies to combat racism

- The City of Hamilton to be an employer that reflects the diversity of the
community

- Housing, health, education and social services to be more accessible by
reducing barriers identified in past consultations by community members.

- The Media to report on the different experiences of Hamilton’s diverse
community without reinforcing stereotypes.

- Ongoing learning opportunities about the impact of racism

Develop education campaigns to foster understanding and mutual
respect within Hamilton’s diverse community

- School Boards to develop ways to include intercultural education in what is
being taught to children and youth. Schools involve parents.

- Interfaith communities to take the lead in finding ways to increase interfaith
and intercultural education throughout the community.

- More opportunities for adults to learn about different faiths and cultures

- The Media to increase their role in providing multicultural education/cultural
education
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Hamilton, Ontario

Build community leadership with the capacity/ability to:

- Carry out activities that increase people’s understanding of the effect of
racism on the Hamilton community.

- Engage more Hamiltonians, from cultural, religious and racially diverse
groups, in community and civic opportunities.

- Leaders of large institutions commit to actions, plans, and practices to talk
about racism.

- These same leaders to reach out to the diverse communities to tell people
about ways they can become involved in their sectors and for these leaders
to learn from diverse communities about their cultures.

- Leaders of faith, culture and other groups are recognized and become
partners with leaders from large institutions and organizations

In March 2003 SHCI held a public forum to report back to the community and to
share the next action steps of the Animateur and Strategy Teams. Community
members had an opportunity to contribute in conversation circles with the
Animateurs, to volunteer to participate in upcoming activities, meet with key
leaders from many sectors, and to network with other caring citizens. Following
is a brief listing of initiatives planned by their Strategy Teams

Report Card on Racism: Lead Animateurs — Dr. Gary Warner, Chair of
Settlement and Integration Services Organization. Mr. Don Jaffray — Executive
Director of Social Planning and Research.

Initiative: Annual Report Card to be presented to the Community

Hamilton City Council: Initiative: Provide a report on “Lessons Learned” from
other anti-racism initiatives. Evaluate the effectiveness of the SHCI in addressing
racism. Keep the community informed on activities and results of all strategies
via bi-annual report cards.

Media: Lead Animateur: Dana Robbins, Editor-in-Chief, Hamilton Spectator.
Initiatives: Permanent advisory committee between media and diverse
communities; Diverse community assignments to editorial boards; A
media-sponsored competition for teens dealing with racism; Open houses on
media topics targeted to specific communities; Educate communities about each
other. Educate the broader community about issues facing diverse communities.

Safety and Security: Lead Animateur — Chief Brian Mullan, Hamilton Police
Services.

Initiatives: 16 member Advisory Board established to address diversity issues.
Develop Awareness Campaign for newcomers, educating them on their rights,
and the roles and responsibilities of the police. Expand education and training of
police staff on anti-racism. Increase visible minority representation in the police
services - recruiters to go out to the diverse communities.
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Hamilton, Ontario

Intercultural/Interfaith Understanding and Respect: Lead Animateurs - Dr.
Anne Pearson, Hamilton Interfaith Group, and Mr. Charles Reid, Superintendent,
Hamilton-Wentworth District School Division 6.

Initiatives: Hamilton District School Board is creating a community diversity
committee to focus on programming, policies and procedures and also to advise
on anti-racism and equity policy. Both School Boards are reviewing and updating
their anti-racism and equity policies. Hamilton-Wentworth Catholic School Board
is reviewing and strengthening the peer-training component of the Diversity
Camps. Conversation/story-telling café’s designed to continue dialogues on the
issues are being piloted in the community at several sites and in 3 local second-
ary schools. Their effectiveness will be evaluated. An Interfaith Conference will
be organized for the purpose of strengthening the networking and partnerships
among faith groups.

Community Leadership: Lead Animateurs: Winston Tinglin, Past Chief
Executive Officer, United Way of Burlington, Hamilton-Wentworth, and Dr. Pat
Daenzer, Professor, McMaster University.

Initiatives: Implementing recommendations of the Mohawk-McMaster Forums on
Leadership. Partnering with Bay Area Leadership project in two feasibility
studies. Youth Training and Mentoring and Intercultural Advocacy Central.
Facilitate Conversation /Storytelling Cafes.

Accomplishments in 2002:

Logo Campaign: The Hamilton and Region Arts Council committed time and
effort to organize a Logo Campaign to support the Strengthening Hamilton’s
Community Initiative. A call for entries, outlining the SHCI vision and goals and
the prizes of $2000 and $1000 for first and second place winners, was
distributed across a wide range of arts networks, media and multi-cultural
associations. SHCI received 33 entries from 22 artists.

Hamilton Spectator Survey: Over 1,800 residents of the City completed the
Hamilton Spectator Survey on Racism and Discrimination in the month of June.
The results, which were published in time for Canada Day, gave the SHCI
Initiative and the community a baseline of attitudes in these areas. Although this
was not a scientific survey, the data did provide a good sense of how individuals,
and to some extent groups, were reacting to these issues.

Public Launch: The Public Launch of the Strengthening Hamilton’s Community
Initiative happened March 20, 2002, on the eve of the International Day for the
Elimination of Racial Discrimination. The Champions and Chairs of the
Community Roundtable and its Working Committee outlined the strategies and
processes during an open public dialogue on the issues of racism, safety and
security, community leadership, and interfaith and intercultural education. The
purpose of the Launch was to inform the public of the SHCI
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Hamilton, Ontario

The Strengthening Hamilton Community Initiative has evolved into the
Hamilton Centre for Civic Inclusion (HCCI), but is still based on the two
foundational concepts of collaboration and sustainability. HCCI is identified as a
community resource that will assist the City, major institutions, business, service
providers and others to initiate and sustain transformative processes to create
racism-free and inclusive environments. It will develop and provide training and
education resources, and enable easier access to relevant research and
information. HCCI will also be a source of support and information to newcomer
immigrant and refugee communities, diverse ethno-racial and ethno-cultural
groups and Aboriginal communities. It will help build community leadership and
enable productive dialogues and partnerships between marginalized and
‘centralized’ communities, organizations and institutions.

A three-year plan of action in support of this direction was approved by the SHCI
Community Roundtable on February 21, 2006.The major goals for the 3-year Plan
Of Action “Enabling Institutional Change through Community Partnership” are:

1. Public Education And Resource Sharing
Goal:

Promote initiatives that heighten the public’'s awareness and understanding
of the impacts of racism and effective actions that can be taken to address
the problem.

Best Practices and Tools for Change
Goal:

Facilitate the development and dissemination of effective models, guidelines
and “best practices” in anti-racism work, utilizing in particular, principles
embedded in SHCI's Anti-Racism Strategic Framework.

Anti Racism Network and Advisory Committees
Goal:

Foster understanding, co-operation and mutual respect among Hamilton’s
diverse faith and cultural groups, building on their shared goals and
aspirations as members of Hamilton’s community.

2. Equity, Access And Participation
Long-term Goals:

Promote and facilitate the development of partnerships and multi-sector
initiatives to create racism-free environments in all areas of civic life-

including social, cultural, and economic arenas.

Promote and facilitate full participation of Hamilton’s racial, cultural and
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Hamilton, Ontario

religious minorities in decision-making processes affecting the city and its
institutions, in line with principles of inclusion and the civic importance of
fostering leadership and maintaining the vitality of the

democratic process.

3-year Goals:

Promote and facilitate development of partnerships between key institutions
and ethno-racial and faith-based communities in order to create inclusive,
racism-free environments within following sectors of civic life

a. Employment sector

b. Education sector

c. Health sector

d. Housing sector

3. Accountability
Goal:

Establish and maintain high standards of public accountability, ensuring
that the Hamilton Centre for Civic Inclusion’s results are continually
monitored, outcomes are evaluated and full reports are made to the
public at appropriate intervals.
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Halifax Regional Municipality

CMARD Commitments 4.6.8.9

The Halifax Community and Race Relations Policy was developed in 1997 by the
City’s Community and Race Relations Advisory Committee. The Policy affirms and
endorses the distinct character of the Municipality by:

Recognizing the equality of rights and privileges of residents from all its

Diverse Communities.

Promoting zero tolerance of discrimination based on racism.

Education &
Sensitization
Increasing civic
and community
awareness about
the Municipality’s
Diverse Commu-
nities

Cultural
Diversity
Promoting greater
knowledge, under-
standing, accep-
tance and celebra-
tion of diversity

Anti-Racism
Working to elimi-
nate racism and
promote under-
standing and ac-
ceptance between
the Diverse Com-
munities residing
in the Municipality

Equality of

Opportunity

Assisting in the participa-
tion of all residents in civic
and community affairs

2
®
o
O

i) Institute and modify i) Promote the i) Not tolerate i) Participate in

diverse communities.

ii) Seek advice and where
possible implement
ideas from all its Di-
verse Communities.

iii) Address equal opportu-
nity in the provision of
services and programs.

iv) Institute such posi-
tive policies and
practices as will ensure
that its diverse commu-

elected offi
cials.

ii) Promote the

Community
and Race Rela-
tions Policy to
the Commu
nity at large.

iii) Promote Mu-

nicipal ser
vices and pro
grams to its

existing, ongo-
ing and future
training se-
sions for staff
and elected
representa
tives.

iii) Prohibit the

use of all mu-
nicipal facilities
from individu-
als and groups

where necessary Community racism the preserva-
current and future and Race Rela- ii) Integrate anti- tion, integra-
policies and procedures tions Policy racism and tion and cel-
to ensure the reflec- to all its civic multi-cultural ebration of the
tion of the needs of its employees and content into heritage, cul-

tural and artis-
tic values of all
its Diverse
Communities

ii) Encourage its

Diverse Com-
munities to
share their cus-
toms, values
and traditions
with one
another.

Diverse
Communities.

nities achieve appropri-
ate representation on
Boards, Commissions,
Committees, civic work-
force and all similar
bodies.

v) Plan and deliver
services to its Diverse
Communities in a man-
ner reflective of their
needs.

vi) Actively work towards
participation represen-
tative of its Diverse
Communities in civic
and community affairs.

vii)Communicate

information about

Municipal programs and

activities to its Diverse

Communities.

Strategies

that may vio-
late or pro-
mote the
violations of
the rights that
are guaran
teed to other
individuals and
groups under
the Nova Sco
tia Human
Rights Act and
the Canadian
Charter of
Rights and
Freedom.

iv) Encourage and
support the
development
of programs
and projects
that promote
harmony
among its
Diverse
Communities
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Halifax Regional Municipality (HRM)

Phase |

Phase I1

Action Plan:

Communications —

External Focus

- Host citizenship ceremonies.
- Provide welcome letters to

newcomers from the Mayor and
Councilors.

- Web-site improvements.
- Develop a "Newcomers’ Guide

to HRM.”

- Create an advisory group of staff

and citizens to identify the chal-
lenges and needs of diverse com-
munities.

- Utilize HRM access centres to link

immigrants with existing services.

- Work with community partners to

provide HRM service information
in multiple languages.

- Develop additional versions of the

“Newcomers’ Guide to HRM"”
in Arabic, Mandarin, Spanish,
Farsi, Russian and French.

- Increase diverse community

representation on municipal com-
mittees and in policy & event
planning.

- Improve staff training in com-

munications, in particular in how
to communicate in plain language.

- Explore opportunities for the three

levels of government to co-locate
service centres.

- Collaborate with Halifax Regional

School Board to provide informa-
tion to students on civics and
by-laws.

- Promote culture in HRM.

In 2005,George McLellan, the Chief Administrative Officer of HRM hosted an
immigration forum designed to identify initiatives that would move Halifax to
becoming a more welcoming community to immigrants. The resulting input from
representatives of business, government, not-for-profit organizations, immigrant
settlement organizations, and immigrants themselves, was used in the creation
of an Immigration Action Plan. A summary of the Action Plan is below:

Organizational —
Internal Focus

- Fulfill HRM’s diversity mandate

to ensure employees represent the
population they serve.

- Develop a list of potential inter-

preters within the HRM workforce.

- Establish a “Where in the World”

section in the HRM News employ-
ee newsletter.

- Enhance cultural diversity training

for customer service and front-line
public employees.

- Encourage appropriate behavior

and create staff performance
accountabilities for recognizing
diversity.

- Enhance emergency service proto-

cols for dealing with diverse
languages.
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Darebin, Australia

CMARD Commitments 4. 6. 8. 9

In 2003, Darebin City Council’s Executive Management Team (EMT) renewed its
Memorandum of Understanding with the Darebin Ethnic Communities Council
(DECC) for a further three years.

Executive Management Team (EMT)’s undertaking within the MOU

1. Communication and Information Awareness
To improve access to the City’s services and seek full participation by all
citizens in the life of the City, the EMT will:
- Promote and expand the Multilingual Communication Service and the

multilingual Web site to achieve 50 % increases on their 2002 usage by
end of 2006;
Increase Council’s staff awareness about the characteristics and
aspirations of the City’s CALD communities;
Continue to successfully undertake projects, like “Living in Harmony,”
which seek to eliminate racism and build community trust, understanding
and respect;
Review the City’s languages policy in 2006 (based on the City’s Household
Survey 2005), to ensure it meets the communication needs of the City’s
emerging CALD communities;
Ensure that community surveys and consultations and, in particular, the
City’s customer satisfaction survey and the City’s household survey
include appropriate representative sampling of the City’s CALD
communities and seek annual community views about Council’s
performance in managing diversity and the community’s attitude about
living in a diverse community;
Ensure all Council written information and publications are accessible to
the City’s major CALD communities by 30 June 2006, through the
effective promotion and use of Council’s Multilingual Communication
Service and significant annual progress be demonstrated each year of
the Memorandum;
Conduct regular events, seminars, forums and other occasions (like the
City’s breakfast seminars), which aim to educate, inform and expand the
awareness, knowledge and understanding of the City’s staff and
community on issues pertinent to multicultural affairs.

2. Committed People
To build an organizational culture, structure and workforce, capable of fulfilling
the Council’s diversity vision; The City will:
Develop an improved integrated Diversity function with appropriate
structural arrangements within the organization in line with Council’s
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adopted Diversity Policy to reflect the City’s valuing of diversity
management, and to enhance its competencies and capacities in fulfilling
its vision and meeting its access and equity commitments;

Review its human resource processes, practices and policies, in order to
attract and select applicants who value cultural diversity;

Develop annual diversity management training programs for all employees
at levels commensurate with their roles and responsibilities;
Progressively recruit employees with skills and profiles that are relevan
and beneficial to the demographic profile of the Darebin community,
paying special attention to those language and ethnic groups significantly
under-represented in the workforce. Provide an appropriate mix of
community languages across customer service staff;

Include diversity management as a key performance indicator of
management competency, as part of the City’s performance appraisal
system for members of the EMT and other appropriate managers, and
provide a summary snapshot of the annual diversity management
performance of the management group to the EMT/DECC Forum;

Select consultants and contractors for city projects where diversity
management capabilities could make a difference.

3. Accountability, Performance Measurement and Reporting
To fulfill its responsibilities as a local government authority, which exists to
serve the needs of its constituency, the City will develop strategies, and
reporting mechanisms, that enhance its accountability to its CALD
communities, through rigorous measurement of inputs and outcomes. For this
purpose the City will:

- Report annually, to the community, the results of its efforts to achieve its
diversity vision. The “diversity report” will be progressively expanded to
include service usage data, across the whole range of Council services,
which captures cultural diversity profiles of users;

Conduct a triennial Diversity Conference commencing in October 2003,
through which it will demonstrate the progress being achieved towards its
diversity management vision, in line with Council’s adopted Diversity
Policy;
Prepare a Council Plan that is informed by the City’s diversity report and
incorporates the key elements of the City’s diversity strategies and
Diversity Policy. The EMT/DECC forum will also play an important strategic
role, through its annual calendar of meetings, to ensure input into:

- Corporate Plan - annually in March

- Budget - annually in April

- Best Value Review - annually in August

- Annual Report - annually in September

- Annual diversity management performance of EMT -
annually in October
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4. Best Value Service Reviews
- The City will use Best Value Service Reviews to systematically embed access

and equity considerations into the organization’s planning, monitoring and

evaluation processes. This will be done by:

- Providing an access and equity analysis arising from each best value
service review to the EMT/DECC forum, prior to the completion of
the review;
Reporting on access and equity outcomes from the best value service
reviews in the City’s annual report.

5. Innovation, Leadership and Special Projects

The City will undertake special and innovative projects on an annual basis to

position Darebin City Council as a leader in managing diversity. These special

projects will:

- Test new approaches to diversity management;

Inject excitement derived from short- to medium-term successes;
Enhance the City’s diversity management capability;
Drive long-term systemic changes to council practice;
Provide momentum and encouragement for the city’s employees as they
pursue diversity management challenges;
Involve Darebin citizens and address important issues directly affecting
their quality of life;
Arise from the interaction of participants at the EMT/DECC forums.

Darebin Ethnic Communities Council (DECC)’s undertaking in the MOU

- fulfill its responsibilities as an elected leadership body representative of
ethnic groups in Darebin;

- participate in achieving the objectives of this MOU in collaboration with the
City's EMT;

- provide input, advice and feedback to the City as requested by various
departments;

- critique the progress of this MOU by raising issues of concern with EMT

- participate in evaluating the outcomes of this MOU in collaboration
with the EMT.

Achievements

Within the framework of its first Memorandum of Understanding with DECC,
Darebin City Council achieved the following:

Communication Improvements
- The development and implementation of an in-house Multilingual
Communication Service (MCS);
- A comprehensive website in 12 languages, other than English, which are
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spoken in Darebin;

- A corporate letterhead with translated messages on the back in 12
languages;

- A comprehensive multilingual communication policy and guidelines
developed and communicated to all staff.

Note: MCS is a centralized in-house communication service, which consists of a
Multilingual Telephone Line (MTL) operated via a pool of Language Aides (LAs), on-line
multilingual information, and a centralized translation service. The LAs provide basic
interpreting services to council staff in their interaction with citizens who have difficulty
communicating in English, or who prefer to communicate in a language other than
English. The LAs are trained bilingual council staff, paid an annual language aide

allowance in addition to their normal salary.

Increased Community Access (by CALD Communities)

- Increased funding to CALD groups (from $65,000 or 15.4% of total grants in
00-01 to $91,000 or 19.2% of total grants in 01-02). The grants cover
categories of community support, art and culture, and sports and leisure;

- Library loans of LOTE (languages other than English) material rose from
100,000 loans in 00-01 to 148,000 in 02;

- Access to respite care services for people from CALD communities rose from
39% of the total number of users in 2002, to 49% in 2003;

- Access to home care services rose from 30% in 2002 to 38% in 2003;

- Increased participation by CALD communities in Council’s feedback,
consultation and decision-making processes. For example in 2001 only 11%
of people participating in the Council’s household survey were from CALD
backgrounds in comparison to 37% in 2002.

Best Value Reviews

Many Service Units have completed their Best Value Service reviews and these
have resulted in baseline data and reports. Deficiencies and issues identified
from these reports have resulted in the development of consultation plans, busi-
ness plans, and changes in Service design.

Human Resources

A Recruitment for Diversity program was established, which documented the
diversity profile of existing staff, and examined the A-Z of staff recruitment,
including what is written in positions descriptions, to where, how and what is
advertised, job interview techniques, induction/orientation, training, and
performance appraisal. A comprehensive Human Resources approach ensured
that staff employed at Darebin City Council appreciate, understand and value
diversity as well as become more competent at working within a culturally
diverse community, and within a diverse workplace.

- Diversity related information included in all position descriptions;
- Introduction to EEO and Diversity training provided to all new permanent
and temporary full time and part time staff;
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- EEO and diversity refresher training provided to all managers and
coordinators annually;

- Interview questions developed relating to diversity issues for a range of
position classifications;

- Positions advertised through a variety of media, (e.qg., press, internet,
culture specific press);

- A staffing framework and strategy for recruitment of customer service
officers has been developed. A targeted recruitment process has resulted
in employment of staff with language skills required within the customer
service pool;

- Diversity management related behaviours are included in the global
accountabilities component of the performance management system;

- Diversity statistics of the organization are reported to EMT annually;

- Council’s procurement and tendering policies will be reviewed to include
diversity management capabilities;

- All expressions of interest for consulting and training provision, developed
by the OD branch, make reference to the diversity of the organization.

Special projects
The aim of the special projects was to inject excitement by undertaking
short-term projects and using them as learning opportunities. Projects included:

- A multicultural program of events implemented at Darebin Libraries which
led to greater participation of CALD communities in library activities;

- A forum on designing open spaces for a multicultural society was organized
in 2001. Council designated a park area in the municipality as a pilot
project where the principles from the forum could be tested and become the
way council designs all open spaces in the future. A new approach was used
in gauging the views of the residents who live near the park. Door to door
surveys were used as well as bilingual surveyors;

- A National Managing Diversity conference hosted by Darebin City Council on
1-3 October 2003, was attended by over 330 delegates. The Conference
showcased best practice examples in diversity management and placed
Darebin City Council at the forefront of cultural diversity management
issues;

- A community relations project, focused on a particular neighbourhood, was
developed to improve relations between residents of culturally diverse
backgrounds in order to improve perceptions and attitudes towards the
mosque in the neighbourhood;

- A feasibility study into the establishment of an Inter-Cultural centre. This
has resulted in an approved plan by council, for a future centre to be built
following the raising of sufficient funds.
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Toronto Region
Immigrant Employment Council

CMARD Commitments 4. 5

The Toronto Region Immigrant Employment Council (TRIEC), is a
multi-stakeholder council that is working to improve access to employment for
immigrants in the Toronto region, so they are better able to use the skills,
education and experience that they bring with them to Canada.

Established in September 2003, TRIEC is a multi-stakeholder collaboration
comprised of members representing employers, labour, occupational regulatory
bodies, post-secondary institutions, assessment service providers, community
organizations, and all three orders of government.

Background

In June 2002, the Toronto City Summit (a conference of leaders representing the
city’s various sectors and communities), was held to assess the Toronto Region’s
strengths and challenges, and shape future directions to move the region
forward. Following the Summit, the Toronto City Summit Alliance (TCSA),
comprised of over 40 civic leaders from the private, voluntary and public

sectors, was formed to address the challenges the Summit identified as critical to
a shared future.

The TCSA identified the integration of immigrants into the labour market as a
key challenge facing the Toronto Region. Employment is a very significant part of
settlement, and immigrants face many barriers to employment. To face this
challenge, the TCSA, along with the Maytree Foundation, formed TRIEC.

TRIEC’s primary goal is to find and implement local solutions that lead to more
effective and efficient labour market integration of immigrants in the Toronto
Region. To achieve this goal, the council is focusing on three objectives:
- Increase access and availability of value added services that support labour
market integration of skilled immigrants;
- Change the way stakeholders value and work with skilled immigrants;
- Change the way governments relate to one another in planning and
programming around this issue.
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Toronto Region Immigrant Employment Council

TRIEC Initiatives

TRIEC is currently involved in six different initiatives:

Career Bridge - helps break the unproductive cycle of no Canadian
experience = no job = no Canadian experience by providing newcomers with
their first Canadian work experience in their field by creating four month paid
internship opportunities with employers.

Bridging Occupation and Licensing Gaps - is a proposed service and
database to match employers seeking specific skills, with qualified immigrants,
and immigrants requiring Canadian experience, with potential employers.

Mentoring Partnership - links established professionals, with an immigrant
seeking work in the same or a similar field.

Employer Promising Practices disseminates management best practice
information by featuring stories about employers who excel at bringing
immigrants into their workforces. The strategies used are laid out in an easy
to use format so other organizations can learn from them to better recruit,
retain and promote skilled immigrants.

Getting the Message Out creates and implements public awareness
campaigns, designed and managed by working groups, to portray how
immigrants contribute to the local labour market and the obstacles they face.

Helping Immigrants Find the Information They Need coordinates all the
information resources available to help newcomers navigate through the
community, thus making it more accessible.

The Maytree Foundation — Alterna Savings Immigrant Employment
Loan Program — provides financial assistance to immigrants and refugees for
short-term training and upgrading that lead to employment.
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Safe Harbour Program, British Columbia

CMARD Commitments 3. 4

“The Safe Harbour training which our staff received only made it even clearer
how important it is to have Safe Harbours available to the community, especially
in the downtown. This training also increased our staff’s awareness and
appreciation for diversity. This program not only allows us to give practical
support to people who have experienced racism or hate, but also gives us the
opportunity to say that we as a business in this community will not accept racism
or hate activity in our community.”

Anne Kuzminski, Manager, Royal Bank (Nanaimo)

Safe Harbour is a project that began in Nanaimo, British Columbia in 2004, when
a range of enthusiastic businesses and agencies, became the first Safe Harbours
in British Columbia.

The goal of Safe Harbour is to engage businesses, agencies, and municipalities,
to work collaboratively to build safe and inclusive communities that celebrate
diversity. Businesses and organizations that commit to Safe Harbour receive two
hours of training, which provides them with information on how to provide a
“Safe Harbour” for their clients, customers, students, and employees, and how to
better serve a diverse population. The training also creates awareness about the
different ways people might experience discrimination and identifies simple steps
to support someone who needs temporary refuge. Upon completion of the
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Safe Harbour Program, British Columbia

training, participants, who sign a Safe Harbour Participant Commitment form,
receive Safe Harbour designation and a window decal to display as a visible
marker of their commitment to promoting diversity in their community.

Safe Harbour is similar to the Block Parent Program where registered families
place signs in the front windows of their homes which lets children know they
have a safe place to go to if they are in trouble. The Safe Harbour logo, on a
business or organization’s window, identifies it as a sanctuary for people who
experience discrimination or harassment and briefly need a safe place to go. It
announces to the community that the business or organization is part of a
growing network of smart, forward-looking businesses that proudly understand,
welcome, and embrace the richness of diverse communities.

Currently the Safe Harbour Program is implemented in 21 communities across
British Columbia: Abbotsford, Campbell River, Kamloops, Langley, Quesnel,
Chilliwack, Richmond, Terrace, Victoria, Kelowna, Penticton, Burns Lake, Prince
Rupert, South Vancouver, New Westminster, Penticton, Cowichan Valley, Davie
Village - Vancouver, Commercial Drive — Vancouver, Burnaby and its original
home, Nanaimo. AMSSA anticipates that over the next decade, the Safe Harbour
decal will become as widely recognized as Block Parent and other programs that
promote community safety and well-being.

Note: The Safe Harbour Program is a copyright .
Program of AMSSA. AMSSA is currently building
the Safe Harbour network within British Columbia,
and will consider expanding nationwide in the
future. For more information about Safe Harbour,
please visit www.safeharbour.ca.

SAFE

HARBOUR

RESPECT FOR ALL
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Critical Incident Response Model -
British Columbia

CMARD Commitments 1. 3. 4

The Critical Incident Response Model is a three-year, three-step process
developed by the B.C Ministry of Attorney General’s Antiracism and
Multiculturalism Unit (AMU). The purpose of the model is to assist
communities to engage in a process to develop an anti-racism protocol that will
help them to counter racism and hate activity.

Note: Each step in the process takes one year.

Step One — Getting People Talking

Supported by AMU staff, the community sponsoring organization engages as
many people as possible from their community in a process to talk about:

- What racism and hate activity look like in the community?

- What are the most important issues to address?

- What strengths and resources exist that they can build on?

- What are some of the options for responding to hate activity?

- What’s happening in other communities?
Participants from these conversations form a steering committee that leads the
community through the next two steps.

Step Two — Bringing People Together
AMU provides funding and support for one or more community events. These
events could be anything from educational seminars to plays at the local high

school. The goal is to help to build new community partnerships and raise
awareness about fighting racism and hate activity.

Step Three — Taking Action

AMU provides support to help to build a community protocol — a formal
agreement that says, in writing, how the community will respond to racism and
other hate activities. Each community decides for itself what the protocol should
do and how it should look. For example, some focus on prevention, others focus
on helping victims, and some address a full range of issues. The most important
thing is that the protocol responds to local needs and interests.

Over 22 British Columbia Communities have engaged in the Critical Incident
Response Model to date.
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Nanaimo, British Columbia,
Community Responder Program

CMARD Commitment 3

In 2004, following the signing of their Anti-Racism Protocol, members of the
Nanaimo community decided that they needed to enhance their community
response to incidents of racism or hate by providing support, information and
advocacy to individuals or groups in the community that had been victimized.

To this end, they created the Community Responder Program. Through the
Program, volunteers in the Community, who are committed to making Nanaimo
more inclusive, and taking action in support of diversity, can participate in a
two-day training program to become Community Responders.

When an incident of hate or racism occurs in the Community, victims who want
help in dealing with the incident, are assighed a Community Responder. The
Community Responder is responsible for connecting with the victim to set up the
initial meeting. At the face-to-face meeting, the responder provides the victim
with an opportunity to explore what has happened to them and to look at ways
they can respond. The meeting provides an opportunity to explore what occurred
in a safe environment. The role of the responder is to:

- Provide information on available options for action;

- Make referrals to other community agencies for assistance as appropriate;

- Partner with the victim to take appropriate action when requested.

Note: The Community Responder Toolkit and the Community Responder Training were
made possible through funding from the B.C. Anti-Racism and Multicultural Program. The
Central Vancouver Island Multicultural Society was instrumental in sponsoring the project
and providing staff resources.

Victims choice...

It is always up to the victim
to decide what they wish to
do. The Community Respond-
er can act as an advocate,
assist with filing of a com-
plaint, or any other response
that is appropriate. The goal
is for the victim to experience
support, validation, inclusion,
and if they wish, to challenge
the mistreatment they ex-
perienced in a way that feels
comfortable.
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5.1 Municipal Initiatives

Darebin, Australia

W This MOU between the Darebin
Executive Management Team and the Darebin Etnnocultural Communities
Council was signed in August 2003.

W Darebin Multicultural Servi Link to Darebin Multicultural Services
with information on their Multicultural Resource Directory, Multilingual
Communications, Multilingual Website, UN Room, and the Darebin Ethnic
Communities Council.

W i i i icy Darebin’s Diversity Policy, developed in 2003,
identifies the City’s Vision, Principles, and Goals in serving a diverse

community.

Developed
in 2002, this Policy identifies the goals and strategies of community
consultation within a diverse community.

W Findings and recommendations
arising from a series of consultations that took place in April 2005,
between Darebin City Council and the Darebin Community on issues of
faith and interfaith relations. The report also highlights interfaith models
used in other parts of Australia and Britain.

Brisbane, Australia

IW Summary Document highlighting
City’s achievements in responding to diversity.

W i ia, « i ” Includes

strategies, indicators and key initiatives.
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IW “ i " i Report Includes

recommendations for Key Performance Indicators (KPI’s).

W Identifies
Council’s role in refugee affairs and identifies key strategies in supporting
the successful integration of refugees into the community.

I isbane J alia and aNd 3 aNd 3
W Anti-Racism Action Plan. Taken from Conference Proceedings at the
Managing Diversity Conference in Darebin in 2003.

WBri ne., A ralia, Multilin | Online Migrant Welcome Kit The
City’s online Welcome Kit, in six languages besides English, provides
information and links to support integration.

England
W e i i ity” . First developed in 1995 and

revised in 1998, the standard was designed to serve as a tool that
municipal governments could use to assess their performance in response
to racial equality.

I_ ” This
W common standard for assessing potential contractors compliance with
anti-racism and equity legislation and policies was developed by

Birmingham City Council and its related authorities.

IW “Servi Plannin M he H ing N f a Diver

Population” Monograph of a presentation by the City of Leicester,
England, at the Darebin “"Managing Diversity” Conference in 2003.

Saskatoon

I_W “ i iew” Saskatoon’s Race Relations 10th Anniversary
Report, which provides background on Saskatoon’s Policies and Programs
and a summary of achievements from 1989-1999.

I_W k nR Relations Policy Includes A Vision Statement, Outcome
Statements and Indicators of Success.
W Kk n ltural Diversi nd R Relation mmi Terms
of Reference for this external Committee.
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IW Itural Diversi nd R Relation mmi 2 2004
Annual Report Provides insights into the workings of this Committee.

Halifax

IW i ‘- i i i ”” Developed in 2005, this Action Plan

identifies short term and long term actions to attract and retain immigrants
to the Halifax Regional Municipality.

W Halifax “Community and Race Relations Policy” Developed in 1997,

this policy identifies goals and strategies in four key areas, Equality of
Opportunity, Education and Sensitization, Anti-Racism, and Cultural
Diversity.

I_W i Terms of
Reference for this external Advisory Committee to Halifax Regional
Municipality.

Toronto

WTrn Roun I n A Equi nd Human Rights Terms of
Reference for this Committee and links to reports on its activities and a
bibliography of City of Toronto Reports and Studies.

IW This Plan of Action was adopted by the City of Toronto in 2003.

IW This site provides complete information on Toronto’s Plan including the
vision, strategic directions of the plan and links to other City resources and
tools in the area of diversity.

IW i f Toronto H Activity Poli nd Pr res This Policy was
adopted by the City in 1998.

I_W i f Toronto Employment Equity Policy Includes background
information and rationale for the Policy, which encompasses the City, as

well as Agencies, Boards, Commissions and Special Purpose Bodies.

IW “ Do It” Communi nsultations R rt Summary of the
Community Consultations on the Plan of Action for the Elimination of

Racism and Discrimination
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W Toronto Multilin | Service Policy 2002 Identifies the City’s
commitment to communication within diverse communities

WViin ment on A Equi nd Diversity This Vision
Statement was adopted by Toronto City Council in 2003.

(=7 oy

Investment Program” Provides information on these two municipal grant

programs designed to promote race relations and human rights in the City,
and strengthen the capacity of organizations working to promote inclusion
and equity.

IW_ il A Coalition of
Stakeholders addressing barriers to equitable employment for immigrants
in Toronto.

Hamilton

I ” A city/
W community joint venture to improve understanding and promote harmony
in the community.

W Report on the Community Dialogues of
2002 with community recommendations for next steps.

I_W i Links to SHCI Newsletters and
Publications designed to communicate progress on the Initiative to a wider
audience.

I_W ion Provides information on the
organization, which evolved from the Strengthening Hamilton Community

Initiative.

British Columbia

IW A copy righted Program of AMSSA

IW “Criti i ” Developed by the B.C

Ministry of Community, Aboriginal and Women'’s Services, this model out-
lines “a three year, three-step process that communities can use to build
healthy and safe communities and eliminate racism.”

SEE=F Welcoming & Inclusive Communities Toolkit 69



5.0 RESOURCES AND TOOLS

5.1 Municipal Initiatives

W Nanaimo Anti-racism Initiatives Community of Nanaimo website with

links and information on their Action for Diversity Team, Partners for an
Inclusive Community, Safe Harbour Program, Diversity and Organizational
Change - Building Inclusive Organizations Program, Critical Incident
Response Model, and the Community Responder Program where volunteers
are trained to provide support to people who have been victimized by acts
of racism or bigotry. (Note web-site is currently under construction - check
back)

Welcoming & Inclusive Communities Toolkit 70



5.0 RESOURCES AND TOOLS

5.2. Related Toolkits and Guides
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ang_Qmu_mm_ang_n_ This Toolkit provides information and strategies for
organizing a public education campaign to identify and celebrate the
advantages of diversity. The Toolkit was developed by the Affiliation of

Multicultural Societies and Service Agencies of B.C. (AMSSA).

Safe Harbour Organizers Manual Link to The “Safe Harbour” Organizers
Manual (Please note the Safe Harbour Program is copyrighted by AMSSA).

Devel

Effective Community Projects” A gwde developed by the Afﬁllatlon of
Multicultural Societies and Service Agencies of B.C (AMSSA) in 2001 to
assist communities to develop and implement long-term strategies to
reduce racism and discrimination.

This resource guide, developed by the Study Circles Resource Centre,
provides a model and facilitation guide on how to involve people in problem
solving and dialogue around issues of racism.

W“ Itural mpetency: A If-A ment i for Human
Services Organizations” This Guide presents a cultural diversity lens

through which human service organizations can better understand

cultural competency, reflect on their structures, policies and procedures,
and plan and implement culturally competent practices. The Guide
proposes a model of cultural competency and includes tools that
organizations can use to examine specific functions with respect to cultural
competency, including governance, administration and management, policy
development, program development and service delivery.

: Plannin

Management” This resource guide, for organizations working in the field
of diversity education, presents a set of eight tools designed to help groups
plan, monitor, evaluate and report on their diversity education

projects. The tools cover the entire project cycle from building a project
idea, to drafting an outcomes measurement framework, to assembling a
data collection plan, to writing a proposal, to reporting outcomes.

Groups in Canadian Society — Background Document” These
publications were developed to assist organizations engaged in projects to
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reduce individual, institutional, and systemic discrimination and racism in
order to facilitate the full participation of individuals in all aspects of
society. The publications outline a “Pathways to Change” Model that
organizations can use to clarify the desired outcomes of their projects,
situate their projects along the “Pathways to Change”, and identify the
changes resulting from their work.

W This Youth focused anti-racism model was developed in 2002 by the United
Nations Association in Canada as part of the Youth Forums Against
Racism Project. The content is based on recommendations from young
people across Canada of what they wanted in an anti-racism kit.

W ion” This step by step guide to anti-racism was
developed by the Unitarian Universalist Association. It includes a frame-
work for understanding the three dimensions of racism: historical, personal
and institutional, and provides an assessment tool for organizations to
situate themselves along a continuum of anti-racist change.

I— “Attracting and Retaining Immigrants: A Toolbox for

W Small Centres” This Toolbox, developed by the National Working Group
on “Small Centres Strategies” is designed to assist small communities to
develop and implement strategies to attract and retain immigrants to their
communities.
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Alberta Culture and Community Spirit =

The Human Rights, Citizenship and Multiculturalism Education Fund supports the
Alberta Government’s efforts to foster equality, promote fairness, and
encourage the creation of inclusive workplaces and communities. The Education
Fund provides grants to community organizations and public institutions in
Alberta and develops educational resources and programs related to human
rights, women’s issues and diversity topics. The Education Fund receives an
annual allocation from the Alberta Lottery Fund to foster equality, promote
fairness and encourage inclusion in the community, and support the reduction of
discrimination and barriers to full participation in society for all Albertans.

Organizations are encouraged to discuss project ideas with a consultant at least
one month before a grant deadline.

Deadlines for receipt of completed grant applications are:

May 1 - for projects that begin the following August or later.

October 1 - for projects that begin the following January or later.

Contact information:

Contact: Nicholas Ameyaw Contact: Susan Coombes

Alberta Tourism, Parks, Recreation Alberta Tourism, Parks, Recreation
and Culture and Culture

Human Rights and Citizenship Branch Human Rights and Citizenship Branch
800 Standard Life Centre Suite 310 - 525 11 Avenue SW
10405 Jasper Avenue Calgary AB T2R 0C9

Edmonton AB T5] 4R7 Phone (403) 297-2768

Phone (780) 427-4001 Fax (403) 297-6567

Fax (780) 422-3563

To call toll-free within Alberta, dial 310-0000 and enter the area code and the
phone number. For province-wide free access from a cellular phone, enter *310
(for Rogers-AT&T) or #310 (for Telus or Bell).

TTY Service for persons who are deaf or hard of hearing
Edmonton: (780) 427-1597

Calgary: (403) 297-5639

Toll-free within Alberta: 1-800-232-7215

E-mail: educationfund@gov.ab.ca
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Canadian Heritage [&d

The Multiculturalism Program of the Department of Canadian Heritage can
provide funding to initiatives that support the following Program objectives:

Ethno-racial Minorities Participate in Public Decision-Making
- Assist in the development of strategies that facilitate full and active
participation of ethnic, religious, and cultural communities in
Canadian society.

Communities and the Broad Public Engage in Informed Dialogue and Sustained
Action to Combat Racism
- Increase public awareness, understanding and informed public dialogue
about multiculturalism, racism and cultural diversity in Canada.
- Facilitate collective community initiatives and responses to ethnic, racial,
religious, and cultural conflict and hate-motivated activities.

Public Institutions Eliminate Systemic Barriers
- Improve the ability of public institutions to respond to ethnic, religious and
cultural diversity by assisting in the identification and removal of barriers
to equitable access and by supporting the involvement of these communities
in public decision-making processes.

Federal Policies, Programs and Services Respond to Ethno-racial Diversity
- Encourage and assist in the development of inclusive policies, programs, and
practices within federal departments and agencies so that they may meet
their obligations under the Canadian Multiculturalism Act

Contact Information:

Northern Alberta

Multiculturalism, Alberta District Office, Canada Place
9700 Jasper Avenue, Room 1630

Edmonton AB T5] 4C3

Tel: (780) 495-3350 Fax: (780) 495-4873

E-Mail: multi edmonton@pch.gc.ca

Southern Alberta

Multiculturalism, Alberta South Office

220 - 4th Avenue South East, Room 585
Calgary AB T2G 4X3

Tel: (403) 292-5541 Fax: (403) 292-6004

E-Mail: multi_calgary@pch.gc.ca
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Public Safety and Emergency
Preparedness Canada (PSEPC)

Public Safety and Emergency Preparedness Canada (PSEPC) is Canada’s lead
department for public safety. PSEPC has three funding programs that might
support initiatives to promote inclusion and equity, and reduce racism and
discrimination within municipalities.

Crime Prevention Action Fund - supports crime prevention initiatives in
communities large and small. It aims to build partnerships between sectors (such
as policing, community health, voluntary and private sectors) to enhance
community capacity to prevent crime through social development;

Policing, Corrections and Communities Fund - supports projects where commu-
nity partners work together to prevent crime, primarily through social develop-
ment. It is intended for law enforcement agencies, community corrections
groups/organizations, Aboriginal communities, community-based organizations
and the municipalities in which they work.

Research and Knowledge Development Fund - supports a range of research
activities, demonstration projects, knowledge transfer initiatives and
evaluations that: identify and analyze gaps in the current body of knowledge
relating to crime prevention in Canada; create new knowledge in areas where
gaps have been identified; synthesize the results of existing research; and
contribute to a growing awareness and recognition of promising practices and
models for community-based crime prevention

Contact Information:

National Crime Prevention Centre
Tel. (Toll Free): 1 - 877- 302-6272
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Citizenship and Immigration Canada

Citizenship and Immigration Canada (CIC) has various funding programs
designed to support the integration of immigrants and refugees into Canadian
Society. These include:

Immigrant Settlement and Adaptation Program (ISAP) - provides
funding to organizations including municipal governments for initiatives
aimed at helping immigrants to settle and integrate into Canadian society.
It has two funding sources: Stream A and Stream B.

Stream A: Organizations can receive funds to deliver direct services to
immigrants. Examples include: reception, orientation, translation,
interpretation, referral to community resources, counseling, general
information and employment-related services.

Stream B: Funds are provided for indirect services that aim to improve the
delivery of settlement services. Examples include: workshops, research
projects or staff training programs.

Language Instruction for Newcomers to Canada Program (LINC)-

W provides funding to organizations, including municipal governments, to
deliver basic language instruction to adult immigrants and refugees in
English or French thereby facilitating their social, cultural and economic
integration into Canada. In addition, the LINC curriculum includes
information that helps to orient newcomers to the Canadian way of life.
This, in turn, helps them to become participating members of Canadian
society as soon as possible.

W Host Program - Provides funding to organizations, including municipal
governments, to recruit, train, match and monitor volunteers who will act
as hosts and mentors to new immigrants. The volunteers, support the
transition of immigrants to life in Canada, by assisting newcomers to learn
about available services and how to use them, practice English or French,
make work related contacts, and participate in the broader community. At
the same time, these host Canadians learn about new cultures, other lands
and different languages, and make new friends.

Contact Information:

Stephanie Robinson
Suite 240, Canada Place
9700 Jasper Avenue
Edmonton, AB T5] 4C3
Phone: 780-495-2846
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Canadian Race Relations Foundation [Ed

The mandate of the Foundation is to facilitate throughout Canada the
development, sharing and application of knowledge and expertise in order to
contribute to the elimination of racism and all forms of racial discrimination in
Canadian society.

One of the ways the Foundation advances its mission

is through providing funding to organizations through its

W Against Racism

The Program has the following objectives:

- Increase critical understanding of racism and racial discrimination
in Canada;

- Expose the causes and manifestations of racism;

- Inform the general public of the facts, contrary to popular misconceptions,
about groups affected by racism and racial discrimination;

- Highlight the contributions of groups affected by racism and racial
discrimination, notably Aboriginal Peoples and racial minorities.

Contact:

Canadian Race Relations Foundation

4576 Yonge Street, Suite 701, Toronto, ON M2N 6N4
Tel: (416) 952-3500 1 888 240-4936

Fax: (416) 952-3326 1 888 399-0333

Email: info@crr.ca
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5.4 Other Resources and Links
Qutside Alberta

W ional ism in NSAHR
is an organization of Aboriginal peoples and diverse ethno-racial and
faith-based communities from different regions of Canada. NSAHRC is
committed to developing a national common effort to combat hate
and racism.

I ffiliati E lticul I I I . . E

w (AMSSA) is an affiliation of more than 80 multicultural agencies providing
immigrant settlement and multicultural services in communities throughout
British Columbia. AMSSA creates networking opportunities, disseminates
information, provide professional development, and builds organizational
capacities for its members. AMSSA champions the promotion of
multiculturalism, multicultural health, anti-racism and human rights.

National Anti-Racism Council of Canada (NARCC) is a national,

@ community-based, member-driven network that serves as a national voice
against racism, racialization and all other forms of related discrimination in
Canada. The organization strives to effectively address racism, racialization
and all other forms of related discrimination by sharing and developing
information and resources; by building, supporting and helping to
coordinate local, regional, national as well as international initiatives,
strategies and relationships; and by responding to issues and events in
a timely & effective manner. Excellent database of resources, tools, and

links.

W The Laurier Institution is a national, non-profit, non-partisan

organization, founded in 1989 by business and community leaders, to
advance and disseminate knowledge about the economic and social
implications of Canadian diversity. Their research and educational
activities are funded by membership fees, donations, sponsorships, and

project-based funding.

W Diversity Vancouver is an annual, multimedia series exploring cultural
diversity in Greater Vancouver. It includes an ongoing speaker series and

web forum, an intensive month-long community-based series of events
every February, and the development and distribution of community
resources (e.g., video and audiotapes, educational programs, and
research) to support ongoing discussion in the community, schools, and
institutions.
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W Stop Racial Profiling is a Project designed to increase awareness and
understanding of the issue of Racial Profiling and its impact, and encourage
action in support of ending the Practice. The site provides links to other
organizations and bodies in this area.

W Metropolis is an international forum for comparative research and

public policy development about population migration, cultural diversity
and the challenges of immigrant integration in cities in Canada and around
the world. The goal is to improve policies for managing migration and
cultural diversity in major cities by:

- Enhancing academic research capacity;

- Focusing academic research on critical policy questions, options

and delivery mechanisms;

- Developing effective ways to use research in decision-making.
In Canada, the Metropolis Project is built upon partnerships between all
levels of government, academic researchers and community organizations
in five Centres of Excellence.

W Metropolis — Cities Initiative. The aim of the Cities Initiative is to
increase the participation of municipalities in Metropolis and to foster the

Project’s expertise within a municipal setting. The Cities Initiative hopes to
make research more accessible to municipal officials. Specific measures
include a “Cities Corner” on the Metropolis Web site, identifying urban
policy-research questions and organizing events that engage

municipalities.

W Integration.Net Funded by Citizenship and Immigration Canada, Integra-
tion-Net is a website that serves as a communications, information and

research tool to support the work of the Canadian settlement commu-

nity. It also provides a means to develop both a national and international
exchange of information and ideas about best practices on integration
strategies and programs in order to share and learn from the experience of
others. The Site is hosted and managed by the Research Resource Division

for Refugees, Carleton University.

Settlement.Org is a website maintained by the Ontario Council of
Immigrant Serving Agencies (OCASI). The site provides links to
information and resources on a wide range of issues relevant to immigrants
an immigrant settlement and integration.

Inclusive Cities Canada This Cross-Canada Civic Initiative is a unique
partnership of community leaders and elected municipal politicians working
collaboratively to enhance social inclusion across Canada. The site contains
links to publications and perspectives that enhance understanding of how
to build mutually beneficial, inclusive communities.

W Evaluation Toaols for Racial Equity is a website maintained by the
Centre for Assessment and Policy Development in the U.S.A. This incredible
site, provides information, tip sheets, tools, and resources to facilitate the
evaluation of racial equity programs.
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w Project Change Initially established in 1991 by the Levi Strauss Founda-
tion, Project Change’s mission is to empower communities to reduce racial
prejudice and improve race relations, and to further the development of
an infrastructure for social justice work. In addition to their training and
development and technical assistance role, Project Change serves as a
national clearinghouse in the USA for anti-racism information, and
resources.

Within Alberta

W Prairie Centre of Excellence for Research on Ilmmigration
and Integration (PCERI) is one of the four Metropolis research centres

in Canada involved in immigration and integration research. The Prairie
Centre is a consortium representing six prairie universities including the
University of Alberta; University of Calgary; University of Manitoba;
University of Regina; University of Saskatchewan and the University of
Winnipeg. The Centre is based at the University of Alberta, in Edmonton,
with research nodes at each of the other five universities.

Using both multi-disciplinary and applied research, PCERII documents the
specific strategies that immigrant groups employ to effect successful
integration within urban structures and systems, and identifies policy
options related to immigrant integration into Canadian society. The goal
is to better understand the processes by which immigrants become
Canadians.

Contact:

Dr. Tracy Derwing

1-17 Humanities Centre, University of Alberta
Edmonton, AB T6G 2E5

Tel.: (780) 492-6600

Fax: (780) 492-2594

Email: pcerii@ualberta.ca

W “Diversity Toolkit” Site is a website designed to assist teachers,
students, scholars or any activists who wish to promote equity and the

acceptance of differences within schools and communities. The site offers a
variety of on-line resources, funding sources, glossaries, examples of
projects, and selected readings.

Contact:

Dr. Darren E. Lund, Faculty of Education
Education Tower 1104, University of Calgary
Calgary, AB T2N 1N4

Tel: (403) 220-7365 Fax: (403) 282-8479

Email: dlund@ucalgary.ca
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W Northern Alberta Alliance on Race Relations (NAARR) is a network

of community groups, schools and individuals from rural and urban areas
of northern Alberta. This network came together in 1993 with a mission to
promote social justice and social harmony as a means to eliminate racism.
NAARR develops and promotes anti-racist educational tools and resources
for schools. NAARR also raises awareness about the consequences of rac-
ism, its sources and causes, as well as ways to combat racism through
many year-round events.

Contact:

Charlene Hay

Northern Alberta Alliance on Race Relations (NAARR)
#4, 10865 - 96 Street, Edmonton, AB T5H 2K2

Tel: (780) 425-4644

Fax: (780) 421-0490

Email: chay@naarr.org

w Central Alberta Diversity Association (CADA) is a coalition of

diverse groups and individuals in Central Alberta who have come together
to promote the positive value of diversity in general, and harmonious race
relations in particular. Created in April 1998, CADA undertakes community
based education and initiatives to address all forms of racism and
discrimination.

Contact:

Linda Tews

Central Albert Diversity Association (CADA)

306, 4819C - 48th Avenue, Red Deer, Alberta T4N 3T2
Tel: (403) 340-2143

Email: cadassoc@telus.net

I I ial I . i

w (SEARCH) is a partnership of individuals and agencies
committed to the promotion of community harmony by: fostering
awareness and understanding of the increasing diversity of the
community; educating children, youth, community members and service
providers about issues affecting people from different cultural and ethnic
backgrounds; and advocating on behalf of community members
experiencing racism and discrimination.

Contact:

Heather Balm

Lower Level, 476 4 Street SE

Medicine Hat, Alberta, T1A 0K6

Tel: (403) 526-8745 Fax: (403) 527-4521
Email: search@memlane.com
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WAI rta A iation of Immigran rving Agenci AAISA) is an
umbrella organization of immigrant-serving agencies in Alberta. With a
membership of 20 organizations from 8 communities across Alberta, AAISA
serves as a provincial forum to facilitate identification and recognition of
the needs and concerns of immigrants and refugees. AAISA works closely
with all levels of Government, mainstream agencies, ethno-cultural
communities, and business communities across Alberta

Contact:

Jessica Garland

Alberta Association of Immigrant Serving Agencies

Office Address: Suite 115, 120 - 17 Avenue SW, Calgary, AB T2S 2T2
Mailing Address: 3rd Floor, 120 - 17 Avenue SW, Calgary, AB T2S 2T2
Tel: (403) 290-5758

Fax: (403) 262-2033

AAISA Member Agencies

Brooks

Global Friendship Immigration Center

2nd Floor, 120 - 1st Avenue East, Brooks, AB T1R 1C5
: (403) 362-6115

Fax (403) 362-6337

Web site: www.gfic.ca

Calgary

Calgary Bridge Foundation for Youth

201, 1112B - 40 Avenue NE, Calgary, AB T2E 5T8
Tel: (403) 230-7745

Fax: (403) 230-0774

E-mail: hyee@calgarybridgefoundation.com
Web site: www.calgarybridgefoundation.com

Calgary Catholic Immigration Society

3rd Floor, 120 - 17 Avenue SW, Calgary, AB T2S 2T2
1 (403) 262-2006

Fax (403) 262-2033

E-mail: n is-calgar

Web site: mm&&szmaﬂgamb.&a
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Calgary Immigrant Aid Society

1200, 910 - 7 Avenue SW, Calgary, AB T2P 3N8
Tel: (403) 265-1120

Fax: (403) 266-2486

E-mail: info@calgaryimmigrantaid.ca

Web site:www.calgaryimmigrantaid.ca

Calgary Immigrant Educational Society
1723, 40 Street SE, Calgary, AB T2A 7Y3
Tel: 403 235-3666

Fax: 403 272-7455

E-mail: info@immigrant-education.ca
Web site:www.immigrant-education.ca

Calgary Immigrant Women's Association

#200, 138 - 4 Avenue SE, Calgary, AB T2G 476
Tel: (403) 263-4414

Fax: (403) 264-3914

E-mail: neral@ciwa-online.com

Web site: wwwy.ciwa-online.com

Centre for Newcomers

125, 920 - 36 Street NE, Calgary, AB T2A 6L8
Tel: (403) 569-3325

Fax: (403) 248-5041

Website: www.centrefornewcomers.ca

Jewish Family Service Calgary

200, 4014 Macleod Trail S. Calgary, AB T2G 2R7
Tel: (403) 287-3510

Fax: (403) 287-3735

E-mail: nna@jfsc.or

Web site:wwwy.jfsc.org

Edmonton

ASSIST Community Services Centre

9653 - 105A Avenue, Edmonton, AB T5H OM3
Tel: (780) 429-3111

Fax: (780) 424-7837

E-mail: info@assistcsc.org

Web site:wwwy.assistcsc.org

Catholic Social Services

10709 - 105 Street, Edmonton, AB T5H 2X3

Tel: (780) 424-3545

Fax: (780) 425-6627

E-mail: immcss@catholicsocialservices.ab.ca
Web site: wwwy.catholicsocialservices.ab.ca
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Changing Together: A Centre for Immigrant Women
3rd Floor, 10010 - 105 Street, Edmonton, AB T5] 1C4
Tel: (780) 421-0175

Fax: (780) 426-2225

E-mail: changing@interbaun.com

Web site: www.changingtogether.com

Edmonton Immigrant Services Association

#201, 10720 - 113 Street, Edmonton, AB T5H 3H8
Tel: (780) 474-8445

Fax: (780) 477-0883

E-mail: eisa@compusmart.ab.ca

Web site:www.eisa-edmonton.org/

Edmonton Mennonite Centre for Newcomers

#101, 10010 - 107A Avenue, Edmonton, AB T5H 4H8
Tel: (780) 424-7709

Fax: (780) 424-7736

E-mail: mcnedm@emcn.ab.ca

Web site:wwvwv.emcn.ab.ca

Centre d’accueil et d’établissement d’Edmonton

50, 8627 rue Marie-Anne-Gaboury (91e rue), Edmonton, AB T6C 3N1
Tel: (780) 669-6004

Fax: (780) 469-3997

E-mail: s.accueil@acfaedmonton.ab.ca

Web site:www.acfaedmonton.ab.ca

Grande Prairie

Immigrant Settlement Services

#202, 9924 - 100 Avenue, Grande Prairie, AB T8V 0T9
Tel: (780) 538-4452

Fax: (780) 532-8857

Web site:wwwy.telusplanet.net/public/readingl

Lethbridge

Lethbridge Family Services — Immigrant Services
508 - 6 Street South, Lethbridge, AB T1] 2E2

Tel: (403) 320-1589

Fax: (403) 317-7654

E-mail: Ifsis@theboss.net

Website: wwwy.lethbridge-family-services.com
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Medicine Hat

SAAMIS Immigration Services Association
177 - 12 Street NE, Medicine Hat, AB
Tel: (403) 504-1188

Fax: (403) 504-1211

E-mail: i I lanet.n

Red Deer

Central Alberta Refugee Effort (C.A.R.E.) Committee
202, 5000 Gaetz Avenue, Red Deer, AB T4N 6C2
Tel: (403) 346-8818

Fax: (403) 347-5220

E-mail: care2@telusplanet.net

Web site:www.intentr.com/immigrantctr

Catholic Social Services

#202 - 5000 Gaetz Avenue, Red Deer, AB T4N 6C2
Tel: (403) 346-7055; 346-8818

Fax: (403) 347-5220

E-mail: imm holi ialservi

Web site:www.catholicsocialservices.ab.ca
Wood Buffalo — Fort McMurray

YMCA of Wood Buffalo - Immigrant Settlement Services
201 - 10011 Franklin Avenue, Fort McMurray, AB T9H 2K7
Tel: (780) 791-7520

E-mail: immigrantservices@ymcaes.com

Web site: www.ymca.woodbuffalo.org
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Leadership Engagement

il .
In Hamilton, Ontario, following the September 11, 2001 bombing of the
World Trade Centre, “...a number of disturbing incidents and a climate of
fear and distrust...surfaced in some parts of the community...As a result,
(Hamilton) Mayor Bob Wade convened a group of 70 concerned citizens
and community leaders representing many different sectors, constituencies
and networks to form a Roundtable to discuss measures to improve
understanding and promote more harmony in the community.” The
Roundtable, under the Mayor’s leadership, went on to implement a
three-year community—wide initiative called the Strengthening

Hamilton Community Initiative, to enhance safety, acceptance and
harmony among the people of Hamilton.

bi l

W In Darebin, Australia, the Darebin City Council’s Executive Management
Team, which is made up of the City Manager and seven general managers,
“signed a Memorandum of Understanding with the Darebin Ethnic
Communities Council which committed the parties to working together to
achieve responsive, effective and tangible outcomes that benefit Darebin’s
culturally and linguistically diverse citizens.”

Shared Vision

il .
Vision:

“A vibrant and harmonious community that values our racial, religious and
cultural diversity; that fosters respect and encourages public dialogue; a
community in which people are enabled to become active participants and
contributors.”

W Kk n Kk hewan
Vision:

“The City of Saskatoon will work with community organizations, business
and labour, all orders of government, and other stakeholders to create

an inclusive community, where ethno-cultural diversity is welcomed and
valued, and where everyone can live with dignity and to their full potential,
without facing racism or discrimination.”
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WDr in. A rali

Vision:
“A diverse and democratic City where citizens work together to advance
community life.”

Key Elements

“Diversity - It is no longer acceptable to communities in Australia for
government to treat them as one undifferentiated group of people. The
community is diverse. It is also not acceptable for government to treat
sectors of the community...as marginalised groups requiring specialised
services. Recognition of disadvantage cannot be placed outside the
mainstream of the community and outside of government’s key or core
responsibilities. It must be integrally part of the mainstream of service
delivery and community engagement.”

“Diversity and Equity - Government needs to address matters of
diversity with a focus on ensuring that access to Council services is
equitable...Community members should not experience barriers to
accessing a service because of difficulties accessing information on the
service (i.e. through language barriers) or because the service does not
address diversity needs. Information regarding a service (or even the
service itself) must be offered in a manner that all with need can access.
Also Council must be ready to include adequate levels of resources to
ensure that the information is appropriate to guide how services may be
best delivered.”

“Valuing Diversity...As Darebin City Council - has already shown, it does so
by actively valuing diversity. It does so by recognizing that everyone in the
community has their own special needs and wants. It does so by recogniz-
ing that we are all different, not that others are different. While Darebin
“manages” diversity, it does so valuing the strengths of the community’s
diversity, rather than managing in order to avoid or placate them.”

Linking to Existing Priorites,
Initiatives and Networks

Queensland, Australia
I lticul I hi

In Queensland, a partnership was developed between the State
Government of Queensland, the Local Government Association of
Queensland, and 16 Municipal Councils. Through the partnership,
participating councils are supported to design programs in the areas of
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access, equity and community relations that are reflective of the unique
“make-up, needs, and
aspirations” of their communities. LAMP has:
- Dedicated human and financial resources to partner municipal
councils to support their Access, Equity and Community
Relations work.

- Developed a website that serves as a venue for sharing best practice
information among the participating councils. The web-site features
what the different participating council’s have done in the areas of
developing demographic profiles of diversity, researching needs and
aspirations of communities, carrying out internal scans and audits,
developing community relations plans, developing indicators, etc.

Darebin, Australia

Darebin Memorandum of Understanding (MOU)
The City of Darebin has situated its Memorandum of Understanding with
Culturally and Linguistically Diverse (CALD) Communities within:

1. The City’s commitment to “shifting public management concepts”
aimed at making the public sector more efficient, flexible, responsive
and accountable to its public.

2. An understanding that globalization forces have presented
organizations around the world with new challenges of communicating,
engaging with, developing and delivering services to, culturally and
linguistically diverse markets, communities, citizens and clients.

3. The Australian Governments’ Charter of Public Service in a Culturally
Diverse Society which identifies that Government Service should be
developed in ways that ensure:

Access
= available to everyone and free of discrimination on the basis of
birthplace, language, culture, race or religion;
Equity
= delivered on the basis of fair treatment to eligible recipients;
Communication
= provided via strategies to inform eligible recipients of services and
their entitlements and how to obtain them;
= providers consult regularly with the community to obtain
input/feedback on the adequacy, design and standard of
government services;
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Responsiveness
= sensitive to the needs and requirements of different communities
and responsive to the particular circumstances of individuals;
Effectiveness
= ‘results oriented’, focused on meeting the needs of clients from all
backgrounds;
Efficiency
= optimized in the use of available public resources through a user
responsive approach to meet the needs of clients;
Accountability
= using reporting mechanisms to ensure accountability for
implementing Charter objectives.

4. The Victoria State Governments’ Best Value Legislation and Best Value
Policy which requires local governments to undertake a process to
review operation within Council Services with the aim of improving the
services and rendering them more responsive to the needs of the
community.

Reaching Out: Local Ownership
and Active Partnerships

il .
Strengthening Hamilton’s Community Initiative (SHCI) was a
three-yearcommunity-based, capacity building project that was developed
in response to an increase in hate crimes in Hamilton’s diverse
community. The Mayor gathered key representatives from all sectors
to join in a strategic alliance to develop broad-based efforts to enhance
safety, acceptance and harmony amongst Hamilton residents. The group
that ensued became known as the Community Roundtable. The Community
Roundtable developed a vision and confirmed four strategic directions for
the Initiative geared toward fostering a harmonious community:

= Promote the safety and security of all residents of Hamilton;

= Develop broad-based strategies to combat racism;

= Develop education campaigns to foster understanding and mutual

respect within Hamilton’s diverse community;
= Promote community leadership.

One of the unique attributes of the SHCI was that it sought to address this
challenge by bridging the gap between community and decision-makers,
through the creation of a multi-sector Initiative. Through the collaboration
of public, private and volunteer sectors of health, education, media, arts,
police, business, labour and government with representatives of diverse
cultures and diverse faith communities, the Initiative drew from all
experiences and perspectives. In keeping with the principle of
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collaboration, the most critical component of the Initiative was the
potential to influence institutions within an anti-racist framework. SHCI
had on board sector leaders who recognized that the responsibility and
accountability for anti-racist change lay with them. As such, the Initiative
sought to play a role in acting as a facilitator and as a resource for the
community at large.

Informed Decision Making

Hamilton, Ontario
Strengthening Hamilton Community Initiative used several methods
in 2002 to ensure that the development of strategies was grounded in best
practices and existing community realities. These included:
= Commissioning a research study to identify best practices in
Community-Based Anti-Racism Institutional Change Initiatives within
Canada, England, and the United States;
= Reviewed existing research and the findings and recommendations
from anti-racism initiatives and forums that had been held in
Hamilton in the previous ten years;
= Organizing a series of community dialogue sessions. The dialogue
sessions, which were attended by almost 1000 Hamilton residents,
were designed to gain input and feedback as well as to provide
opportunities for citizens to become involved in the Initiative.

Demonstrating Commitment

Darebin, Australia

In August 2000, the City of Darebin signed a Memorandum of
Understanding to demonstrate its commitment to achieving a council that
is “responsive, relevant and accessible to Culturally and Linguistically
Diverse (CALD) Communities.”

The parties in the MOU are Darebin’s Executive Management Team (EMT),
which is comprised of the City’s Chief Executive Officer and seven General
Managers and the Darebin Ethnic Communities Council (DECC), an
umbrella body, which represents the interests of Darebin’s CALD
communities.

The MOU committed the parties to a series of regular bi-monthly meetings
over three years. The meetings were designed to discuss and monitor the
strategies identified in the MOU.

The resulting dialogue created a climate of rapport, trust and
understanding between the two organizations. This was essential to the
process of General Managers beginning to reflect on the way that the City
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went about its business and the values that underpinned service
development and delivery, resource allocation, and policy decisions.

According to their CEO Philip Shanahan, “This journey of discovery brought
its own difficult and confronting moments as the parties challenged each
other’s views and interpretations of realities while they continued to meet,
driven by a genuine desire to overcome the barriers and remove blindfolds
which hindered their way towards mutual understanding.”

In August 2003, the Parties committed to a new MOU, which emerged out
of the lessons learned in the three previous years.

|
|
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Set Up a Planning and
Implementation Mechanism

W City of Saskatoon, Race Relations Committee
In 1987, community interest in the establishment of a Race Relations
Committee resulted in a meeting of representatives from organizations
such as the Saskatoon Multicultural Council (now renamed the
Saskatchewan Intercultural Association), the school boards, Saskatoon
Police Service, Social Services and ethno-cultural groups. On April 10, 1989
the City of Saskatoon Race Relations Committee was formed.

The mandate of the Committee was:
1. To propose to local government, short and long term strategies to
minimize racial tension and promote racial harmony.

2.To review policies, practices and programs of the City, and to
recommend amendments and/or new action with respect to:
= Personnel (including employment practices and an
Employment Equity Program);
= Law Enforcement;
= Leisure Services;
= Housing and Community Services;
= Education and Training;
= Use of Municipal Facilities;
= Planning and Zoning.

The Committee (which now operates with three subcommittees, Policy and
Program Review, Community Education and Action, and Aboriginal Rela-
tions) was instrumental in the development of the City of Saskatoon’s Equi-
ty and Anti-Racism Policy.

Members of the Race Relations Committee are appointed by the Executive
Committee of Council for terms of one or two years and represent the
following:

= Indian & Metis Community (2 members);

= Catholic Board of Education (1 member);

= Saskatchewan Intercultural Association (1 member);

= Police Services (1member); Saskatoon District Health (1

member);
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= Dept. of Social Services (1 member);
= Saskatoon Board of Education (1 member);
= Public-at-Large (up to 8 members);
= City Councilors (up to 2 members).
At least 50% of members have to come from Visible Minority Communities.

Hamilton, Ontario

W The Strengthening Hamilton Community Initiative had three levels of
decision-making: Policy, Coordination and Implementation.

Policy

The Community Roundtable was accountable to the community at large.
It was responsible for setting the priorities, and steering all aspects of the
Initiative. It championed the goals of SHCI and mobilized the community
to achieve them, and guided the strategic direction of activities associated
with SHCI. Roundtable membership included leadership from government,
education, post-secondary, policing, business, media, arts, faith, and
community sectors.

Coordination

The Working Committee was the operational arm of the Community
Roundtable, comprised of members of the Roundtable or their delegates,
and SHCI staff. It was responsible for coordinating all aspects of the
Initiative, securing funding, developing proposals, and overseeing the
implementation and evaluation of all project activities. It was directly
accountable to the Community Roundtable.

Implementation
There were four groups responsible for implementation:

Implementation and Administrative Group: This group was chaired by the
CEO of the United Way of Burlington and Hamilton-Wentworth, and
comprised of a Project Manager, core staff and consultants from partner
organizations The group assisted the community to mobilize and build
relationships, participate in community dialogue and develop community
capacity for civic participation. The group also generated mechanisms for
community outreach and responded to requests from all constituencies and
sectors to assist community members to become involved in SHCI.

Resources Group: This group was comprised of senior human services
managers from government, community funders and agencies as well as
representatives from the Working Committee. It was responsible for
providing ongoing advice and support regarding the overall operational
directive of the Initiative, with a particular focus on the development of
resources and other supports.
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The Animateurs Group: This group was comprised of Community
Roundtable Members from key sectors who took responsibility to bring
people and groups together in an inclusive way. It empowered and
mobilized them to generate ideas and actions that could be incorporated
and translated into plans and recommendations for actions and activities
that would further specific outcomes within the Initiative.

Strategy Teams: These groups were comprised of community members
and institutional leaders who came together to develop community action
plans and activities based on input from community dialogues. They
volunteered to use their time, resources and contacts to implement
networks appropriate to each strategy. They also provided guidance and
support, in collaboration with the Implementation and Administrative
Group, to coordinate community action plans and activities.

All four implementation groups were responsible to the Community
Roundtable through the Working Committee.

Bri ne, A rali
@ The City of Brisbane has the following committees supporting their work
with Culturally and Linguistically Diverse (CALD) Communities:

Community Relations Reference Group — External

The Community Relations Reference Group is the advisory body for
Brisbane City Council on matters regarding the access, equity and
participation of culturally and linguistically diverse communities in
Brisbane. The Committee was created in 2001, to guide and support the
work of Council in delivering the One City Many Cultures Strategy, and
the Working with Refugees Strategy. The purpose of the group is to help
Council enhance the participation of culturally diverse groups in all areas of
community life in Brisbane. It is one of the consultation mechanisms that
Council uses, to ensure that the needs of culturally diverse communities
are considered across all areas of

program planning and development.

Cultural Diversity Advisory Group - Internal

The Cultural Diversity Advisory Group is the Council’s internal committee.
Its members are branch managers and senior staff from various branches
across the Council. This committee provides advice on the implementation
of the One City Many Cultures, Multicultural Strategy and the Working with
Refugees Strategy across Council. The Cultural Diversity Advisory Group
also provides policy advice in relation to multicultural issues.

Two-way communications is maintained between the above
two committees.

SEE=7 Welcoming & Inclusive Communities Toolkit 94



APPENDIX B

Illusrations for Getting Started

Gathering Information —
Research, Consultation and Assessment

W Brisbane, Australia — Minority Community Consultation
The City Council of Brisbane has developed a Bilingual Community
Consultant Model that serves as a vehicle to ensure that Council is able, on
an ongoing basis, to engage linguistically and culturally diverse residents in
dialogue that:
= Creates greater awareness amongst culturally and linguistically
diverse communities about Council’s services and programs;
= Identifies communities’ needs and devises ways of meeting
these needs;
= Improves the communication between Council officers and the
communities;
= Provides information about the barriers that prevent people
from culturally and linguistically diverse backgrounds from using
the Council’s services and participating in Council programs and
processes.

The Bilingual Community Consultants are people from culturally and
linguistically diverse communities, who are employed in projects to liaise
with people in their communities, consult with community groups, or
organize focus groups. At the end of the project, the bilingual workers
report back to Council about feedback received from participants.

The model works well because the bilingual workers have a greater
understanding of their communities, a high level of rapport with
community members, and confidence in their own culture and language.
The Council has established a register of appropriately skilled, bilingual
consultants to assist in improving communication and consultation with
people from culturally and linguistically diverse backgrounds.

City of Toronto Analysis of Demographic Indicators and Research;
Stakeholder/Community Consultation
In 2001, as a result of the City commissioned Ornstein Study, the City of
Toronto decided to prepare a Plan of Action for the Elimination of Racism
and Discrimination. Some of the findings from the Study that prompted
this decision were as follows:
= For ethno-racial minorities, the level of education does not
translate into higher paying, stable employment. Ethno-racial
communities were found to have significantly higher levels of
unemployment and poverty compared to that faced by persons
of European origin;
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= 149% of European-origin families live below the LICO (Low
Income Cut Off) compared to 32% for Aboriginal peoples, 35 %
for South Asians, 45% for Africans, Blacks and Caribbeans, and
45 % for those of Arab and West Asian origins.

= Toronto residents of Ethiopian, Ghanaian and Somali origin lived
below the poverty line at rates of 70%, 87% and 62%,
respectively;

= Studies on Racial Stereotyping in the media found that there
was an over-representation of articles featuring Jamaicans
connected with crime, immigration and deportation. The study
also showed that the media portrayed Viethamese people as
criminally and socially deviant;

= Since 1993, there had been 1,588 crimes of hate reported to
the Toronto police. The largest number of victims were from the
Black community. 50% of total reported hate crimes were
against people of colour;

= The Report of the Commission on Systemic Racism in the
Ontario Criminal Justice System (1995) found that between
1986 and 1993, the number of prisoners described as Black
admitted to Ontario prisons increased by 204%, while the
number of white prisoners admitted increased by 23%. The
Report also noted that Black and Aboriginal women were even
more over-represented among prison admissions than Black and
Aboriginal men;

= The number of Aboriginal children in care was five times the
overall average.

To give direction to the preparation of this Plan of Action, City Council
established a Council Reference Group, composed of the Diversity
Advocate, members of Council’s Community Advisory Committees and
members of the Working Groups on Access, Equity and Human Rights.
Council directed this Reference Group to seek community input into the
Plan of Action. Mindful of the need for a holistic approach, Council directed
all of the City’s Community Advisory Committees and Working Groups to
be involved in the consultation process to ensure that the Plan of Action
addressed racism and all other forms of discrimination. Council recognized
that to be successful, strategies for the elimination of inequality needed to
be comprehensive and holistic, and recognize that individuals and groups
face multiple barriers.

In its letter of invitation, the Council Reference Group invited residents,
community groups and organizations to offer help and input to build the
Plan of Action for the Elimination of Racism and Discrimination. The
Reference Group invited participants to comment on the proposed Goals
and Principles for the Plan, and to respond to the following questions:
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= What priorities should the City’s Plan of Action address to eliminate
racism and all forms of discrimination?

= How should we respond to these priorities? What actions should
various sectors and other orders of government take?

= How can the City help build community capacity and support
participation in the social, cultural, recreational, economic and
political life of Toronto?

= How can the City work with the community to evaluate progress
towards eliminating racism and all forms of discrimination?

= What would a city that has eliminated racism and discrimination
look like?

Darebin, Australia —Internal Assessment

Darebin City Executive Management Team (EMT) decided to use a Best
Value Process Framework to assess the City’ responsiveness to Culturally
and Linguistically Diverse (CALD) communities, while at the same time
systemizing cultural diversity considerations into service planning,
evaluation and monitoring. Each City Service Unit engaged in a process of
review, designed to increase awareness and consideration of the needs of
Darebin’s culturally diverse community, and facilitate the development of
appropriate services aligned with those needs. Service Units reported back

to the EMT on the following questions based on the Best Value Process
Principles:

Access
1. What are the key service-provision objectives of the service?
2. What are the criteria of eligibility/access?
3. Does the service unit expect/predict some groups will have less
access than would be expected given their eligibility? Which
groups? Why?

1. Is ethnicity data collected and analyzed relating to a) eligible
population? b) recipient population?
2. What management systems are in place to align access and
diversity strategies with measurable equity outcomes?
For example:
= Strategic planning
= Cross-cultural training
= Performance and outcomes reporting
3. How are these management systems evaluated? What are the
results?
Communication
1. What public information systems does the unit have in place to
service a diverse community? For example:
a. Use of interpreters/ language aides?
b. Use of translated written materials?
c. Use of plain English in documentation?
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Responsiveness

1. What are the customer/citizen service values of the unit? To what
extent is diversity a part of these values?

2. What ethno-specific services does the unit offer?

3. How are mainstream services customized or tailored to meet the
needs of a culturally and linguistically diverse society?

4. Are grants provided a) for ethno-specific services, and b) for the
whole community?

5. Are there mechanisms that ensure equity for different cultural
groups?

Effectiveness

1. How is service effectiveness measured?

2. Are there processes or systems to measure equivalence of
outcomes for different target groups? For example, benchmarking
for comparability of different groups in terms of:

a. Access/service take-up?
b. Benefits/results/outcomes?
Efficiency

1. How are resources managed to ensure optimal impact? What part
does cultural and linguistic appropriateness play in resource
management and accountability processes?

2. To what extent/how are the benefits of diversity maximized?

For example:
a. Staff cultural and language skills audits?
b. Productive diversity management/strategic planning
strategies?
c. Effective use of community networks, contacts, resources?

3. To what extent/how does the service use flexible external
collaborations, alliances, joint ventures and community outsourcing
to optimize government resource inputs?

Accountability

1. To what extent and how are culturally diverse communities
consulted and encouraged to participate in the service design/
evaluation/redesign process?

2. How does the unit project an image of fairness and equity for all
cultural groups to the whole community as a whole?

Not all questions were relevant to all services, but they helped to prompt
the service undertaking the review to consider cultural diversity needs.

SEE=F Welcoming & Inclusive Communities Toolkit 98



APPENDIX B

Illusrations for Getting Started

England — Internal Assessment

Policy and Planning

- Does the authority/department have
an up-to-date racial equality policy?

- Are written policies in line with the
1976 Race Relations Act and the
CRE’s Codes of Practice and other
relevant legislation?

- Have corporate and departmental
policies on racial equality been
endorsed by Council members and
senior officers?

Service Delivery and
Customer Care

- Does the department/ directorate
have an up-to-date policy on racial
equality that has been endorsed by
the relevant committees and senior
officers?

- Has the policy been the subject of
consultation with service users?

Community Development

- Does the authority’s mission state-
ment include a commitment to help
develop strong, secure, self-reliant,
self-confident communities, free
from unlawful discrimination, as one
if its goals?

- Are the present and future needs of
minority communities taken into
account when making corporate/
departmental assessments of
community needs?

- Are community needs assessments
guided by corporate/ departmen-
tal racial equality policies and action
plans?

- Is there a commitment to fund the

minority voluntary sector?

Auditing for Equality: Key Questions and Sources of Evidence, is an audit guide
that British Municipalities use in assessing their progress in meeting the “Racial
Equality Means Quality” Standard. It was developed by the Commission for Racial
Equality in Britain. The guide is based on four incremental levels of progress in
achieving Racial Equality within Municipal Organizations. Below are the Key Area
guiding questions and Sources of Evidence for Level 1:

Key Area Sources of Evidence

- Equality policies and Action Plans
- Committee reports and minutes
- Minuted endorsements by members/

senior managers

. Equality policies and action plans
- Committee reports and minuted

endorsements by members/ senior
managers

- Reports/ minutes/ evaluations/ other

documented feed back from policy
consultations with service users

- The authority’s mission statement,

policies and strategic plans

- Corporate/ departmental assess-

ments of community needs

- Corporate/ departmental equality

policies and action plans

- Funding bids and other appropriate

documentation showing commitment
to fund the minority voluntary sector
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Key Area Sources of Evidence

Employment
(Recruitment and Selection)

- What steps are taken to ensure that
staff involved in recruitment and
selection are aware of non-discrimi-
natory practices and procedures?

- How does the authority/department
ensure that publicity for job vacan-
cies and employment opportuni-
ties are not restricted to sources
that would narrow the range of
applicants?

- Does the authority/department have
a well-designed, standard application
form that has been vetted for
discriminatory language and cultural
bias?

- Are job descriptions and selection
criteria made clear to all potential
applicants?

Employment
(Developing and Retaining Staff)

- Are the implications for employees
of the racial equality policy, the Race
Relations Employment Code of
Practice and other relevant legisla-
tive requirements included in staff
induction?

- Are new staff members informed
about established networks and
support groups?

- Are racial equality principles incorpo-
rated into training plans for all staff?

Marketing and Corporate Image

- Are all staff, applicants and new
recruits provided with copies of the
authority’s racial equality policy
statement?

- Is the authority’s commitment to
racial equality and the implications of
its racial equality policy made clear
in the staff handbook, recruitment
literature and induction training?

- Recruitment and selection training

programs, reports and evaluations

- Publicity for job vacancies and

employment opportunities in the
minority press and other relevant
outlets

- Candidates’ briefing papers
. Corporate/departmental recruitment

and selection procedures

- Staff development programs, policies

and procedures

. Staff induction programs

+ Training evaluations

. Staff handbook

 Council newsletters and internal

memos

- Staff handbook and recruitment

literature

- Staff induction data, programs and

evaluations
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Wh : ris.metr lis.n PolicyM r/2 PolicyM rsla.
pdf From Policy Matters “Social Inclusion, Anti-Racism and Democratic
Citizenship” Paper presented by Anver Salojee, Department of Politics and
School of Public Administration, Ryerson University

- H H 0 H H H
IW rs2620and%620r r lo0j inclusion_e. “Inclusion and

Exclusion: A Framework of Analysis for Understanding Political Participation
by Members of Racialized and Newcomer Communities,” by Anver Saloojee,
Department of Politics and School of Public Administration, Ryerson
University

IWh L/ wWwww. t n. nalish f/fromol reakf -

“Sustaining Canada’s Multicultural Cities: Learning
from the Local” by Leonie Sandercock. “Breakfast on the Hill Seminar
Series”,

sponsored by the Canadian Federation for Humanities and Social Sciences

Imh:www. i.or wnl TSDN_Final R rt Mar 31

2006.pdf “From Grassroots to Governance: Reflections and
Recommendations on Advancing Anti-Racist and Equity Based Social
Planning in the City of Toronto.” Prepared for the Toronto Social
Development Network by Ramona Gananathan - March 2006

Imh L /\WWW. .org. r r Pr in minar

“"Community Engagement in a Multicultural
Society - Smoke Screens and Mirrors”, Seminar Proceedings, Darebin,
Australia, 2005

W “Anti — Racist Community Work: A Radical Approach”, by Rowena Arshad,
Lecturer in Equity and Rights, Moray House Institute of Education, Heriot
Watt University, Edinburgh

IW —Q 0 i ity© “The Diversity Advantage: The

Case for Canada’s 21st Century Economy”, RBC Financial Group, at the
10th International Metropolis Conference, Toronto, 2005

Wh:www'i ng/pi

“Evaluation and Citizen Engagement”,

val/rep-r 1 -ec.p0.h
Department of Justice, Canada
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W http: lannet. f rplitr.pdf “Diversity Education:
A Literature Review” Identifies models, levels and sectors of diversity
education/change. Includes information on evaluation. Steven Brewster,
Molly Buckley, Philip Cox, Louise Griep, PLAN:Net Limited

I _ “Social
W Inclusion, Anti-Racism and Democratic Citizenship, Anver Saloojee,
Perspectives on Social Inclusion, Working Paper Series 2003

IWh //Www.ohrc.on. n/zr r news/newsrel 2 -

- i “Paying the Price: The Human Cost of Racial
Profiling.” This Inquiry Report, conducted by the Ontario Human Rights
Commission, looks at the effects of Racial Profiling, with a special section
examining impacts within the aboriginal community. It also presents
recommendations for future action

"__'-r'-'\-_'.'- T ":'_-.'\-rl_".
HFTRErY rejieclion...

e
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Attracting and Retaining Immigrants —
Resources and Links

W Immigrants” This Discussion Paper developed for the National
Settlement Conference II Calgary — October 2-5, 2003, presents a
framework for a more widespread regional dispersion of immigrants and
their retention in the smaller communities. It identifies the challenges
smaller communities face in attracting and retaining immigrants, and
suggests ideas for communities to consider.

IW e.phtml “Rural Repopulation in Atlantic Canada Discussion Paper” Includes
case studies from Atlantic Canada rural and small urban communities,
including the award winning initiative of St. Leonard, in New Brunswick.

W Centres” This Toolbox, developed by the Natlonal Working Group on
“Small Centres Strategies” is designed to assist small communities to de-
velop and implement strategies to attract and retain immigrants to their
communities.

I_W i “ i i i > Developed in 2005, this Action Plan
identifies short and long term actions to attract and retain immigrants to

the Halifax Regional Municipality.
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Ontario Healthy Communities Coalition; (2004) Inclusive Community
Organizations: A Toolkit. Toronto: Author

Linnell, D and Belton, E; (2003) Diversity Initiative Evaluation. Boston:
Third Sector New England

Laurier Institution; (2004) Municipal Anti-Racism and Diversity Programs in
Canada. Toronto: Author

Department of the Premier and Cabinet Office of Ethnic and Multicultural
Affairs; (2000) The Community Relations Manual: A Guide to Local
Government. Queensland: Author

I_Wlnrninl ntre for the Prevention of Crime; (2002) Prevent-

leDEAKnWI ;. Organizational Developmen

=
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Union Involvement Links

W PE Employment Equity Agreement This Memorandum of Agreement

between CUPE and the University of New Brunswick (UNB) identifies how
the two parties will cooperate to develop and implement the Employment
Equity Plan at UNB

I_W i i i i This document

provides a comprehensive outline of how the University of Lethbridge
developed and implemented its Employment Equity Plan. It also contains
the Terms of Reference for its Employment Equity Taskforce which included
representation from several different Unions

I—W iti i i i i ive This Policy

Directive identifies the B.C Government’s approach to Employment Equity
and the role of the Union-Management Steering Committee in the
implementation of the Plan
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