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Employment Equity at Capital Health

1. Why is Diversity and Inclusion vital to our future?

The concept of Diversity and Inclusion goes beyond the historical Employment Equity policy and legislation enacted both in federal and provincial jurisdictions. Diversity efforts in the workplace facilitate the exchange of new perspectives, improve problem solving by inviting different ideas, and create a respectful and accepting work environment. Diversity-friendly organizations are totally inclusive.  They do not just tolerate those who are different, they celebrate the differences of their members.

According to Statistics Canada, by 2016 approximately 2/3 of the Canadian population aged 15-64 will be made up of people from the following four designated groups:  women, visible minorities, Aboriginal Peoples and persons with disabilities. 

How one defines health varies by culture and may influence health practices.  Recent immigrant and minority groups are especially likely to have a different understanding of health. This can result in alienation from the health system, poor compliance to treatment and non-participation in preventative health behaviors such as cancer screenings, exercising, healthy eating and seeking out information about health.

There is strong evidence that individual seeking care may likely to do so if health care provider looks like them, enabling ethnic minorities to have improved access to care and better experiences with the health system.
2. What are we currently doing to demonstrate how we value Diversity and Inclusion?

Capital Health has undertaken a number of initiatives related to Diversity and Inclusion.  In 2005, the Capital Health Diversity and Inclusion Steering Committee was established.  Other diversity teams have been established in various departments, such as Mental Health, Addiction Services, Public Health and Social Work.  A Diversity Coordinator position was established in 2005, followed by a Language Service Coordinator, a Pride Health Coordinator and a Public Health Diversity Coordinator.

Cultural Competency training was begun in 2005.  In 2010, we trained 23 staff volunteers from across Capital Health on Cultural Competency.  This expansion will enable us to continue to respond to a high demand for more diversity and cultural competency awareness across the district.  

A Workplace Diversity Policy was approved by Capital Health in 2006 and language addressing discrimination based on protected characteristics is contained within our Recruitment and Selection and Harassment policies, as well as our Collective Agreements.  Provincial Cultural Competency Guidelines for Primary Health Care, other community based research, statistical findings and population profiles have also inspired our work.  

Several meaningful community consultations and collaborations have also taken place. In these initiatives, we have partnered with the Immigrant Settlement and Integration Services (ISIS), the IWK Health Centre, the Mi'kmaq Native Friendship Centre, Health Association of African Canadians (HAAC), Alliance for the Equality of Blind Canadians (AEBC) and recently, in our Employment Equity journey, with the Nova Scotia Human Rights Commission.  

3. What is Employment Equity?

Employment Equity is a unique process in Canada which attempts to achieve equality in all aspects of employment:  hiring, retention and promotion.  Moreover, it is an attempt to rectify some of the employment hardships faced by designated groups, specifically women, visible minorities, Aboriginal Peoples and persons with disabilities.

Employment Equity is a process used by employers to:  

· Identify and eliminate barriers contained in an employer’s hiring and employment policies and procedures

· Eliminate the effects of systemic barriers by creating proactive policies and practices

· Ensure proper representation of designated groups within the workplace

· Promote an environment of equity in the organization

4. Why is Employment Equity fundamental to Diversity and Inclusion at Capital Health?

Diversity and Inclusion at Capital Health is critical to our vision of becoming a world leading haven of equitable health care for all. In order to achieve this goal, it is necessary for us to become a culturally competent organization where we provide culturally competent care. 

 

It has been shown that improvements in health services are more effective with a diverse workforce that represents the communities it serves. Valuing diversity in our staff will contribute significantly to changing our understanding of our community and create an environment where culturally responsive services can flourish. 

5. Why does Capital Health’s employee profile not reflect the community?

There are many barriers that have prevented members of underrepresented communities, particularly African Nova Scotians, Aboriginal Peoples, visible minorities and persons with disabilities, from having full representation in the workforce.  Some of these issues are a reflection of our society and require a broader solution, and some are more specific to Capital Health.

As an organization with a primarily Caucasian workforce and management team, our tendency is to hire people who are like us.  While this is not a conscious decision, we are drawn to individuals who have similar characteristics and perceived values.  There is an unspoken fear that introducing someone who may be from a different culture, has different religious beliefs or different abilities, may create difficulty within a work area.  This creates an invisible hurtle the applicant must handle.  

As an organization, we have not yet clearly articulated a strategic plan that will increase the number of hires or promotions from underrepresented groups.  We have laid the groundwork through many of our initiatives, but we have not made Employment Equity a priority by establishing outcomes and accountabilities that will allow us to take crucial next steps.

6. What we have accomplished as an Employment Equity working group?

On September 14, 2010, Capital Health invited a number of experts in the areas of Diversity, Employment Equity, Immigrant Associations, Aboriginal groups and more, to gather and provide advice and guidance as to how to build a sustainable Employment Equity program.  The feedback we gathered allowed us to begin to formulate a plan on how to move forward with this pursuit.  Some of the feedback is as follows:
· We need to better collaborate with outside agencies that represent underrepresented groups.  

· In order for us to get buy-in from all levels of the organization, we need to explain and focus on the benefits of engaging in such a process like the improved recruitment pool.  

· The accountability to implement the processes needs to be embedded into the performance outcomes at all levels of management.  

· We need to integrate Employment Equity goals into Our Promise and future milestones.  

· The development of an Employment Equity policy and multiple strategies (both short and long term) will ensure sustainability and integration into the culture of Capital Health.  

· Not only should the accountability be on management, but by embedding it into the language of our collective agreements, contracts and hiring practices, we can ensure support by outside organizations.  

· The type of Employment Equity program we develop should be flexible to ensure our ability to change with the changing needs of the communities we service

· An annual report should be distributed to show our successes and where we can still improve – this should be shared with everyone

· Like all ventures in Capital Health, we want this program to be world-leading – one  other health centers will recognize and wish to copy.  

We followed up this consultation with the distribution of our workforce diversity survey in the fall of 2010.  The survey gave us a baseline from which we believe we can make improvements.  We received a response rate of 33.6 %.  If we continue to distribute this survey, we can use the results as indicators that we are improving the diversity of our workforce.  We believe that we can also use the results of our Employee Satisfaction survey to show improvement with respect to job satisfaction for those in the designated groups. 
Through a process of continuous consultation together in partnership with the Nova Scotia Human Rights Commission, the Employment Equity Working group researched employment equity plans from health and academic organizations.  An Employment Equity Plan designed in the form of a logic model is being presented for implementation. This will guide our actions to achieve results in the development of a workplace that is welcoming and inclusive. 

Once the Employment Equity plan becomes accepted, we believe it will make improvements internally and externally in our communities, with reduced health inequities and improved overall happiness for Nova Scotians.  
Employment Equity policies and practices help to achieve equality and fairness for everyone in the workplace.  They promote the establishment of workplaces that are free of barriers for designated groups.  Employment Equity generates good will and community support, and leads to improved overall service delivery to Nova Scotians.  With Employment Equity, the community will acknowledge Capital Health as a good corporate citizen and a good place to work. 
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GUIDING PRINCIPLES AND VALUES:

Capital Health recognizes that diversity is a basic and important characteristic of Canadian society and adheres to the Nova Scotia Human Rights Act.  Everyone – patients, clients, employees and partners – exhibits unique and diverse characteristics to be valued, shared and respected.  We believe that a truly diverse organization benefits all stakeholders.  These benefits include excellent patient care, access to services, meaningful employment and better partnerships. 

POLICY
1.  Capital Health is committed to hiring, promoting and retaining employees with fairness and full equity in their employment experience.  As an employer and as a healthcare service provider to the community, Capital Health recognizes its obligations to the principles and practices of employment equity.

2. A healthcare setting best serves the public when the workforce profile reflects the diversity of the community it serves.  Through employment equity programs that remove organizational barriers, our CDHA workforce profile will reflect the proportion of designated groups in our community.  

3. The workforce at Capital Health will continually strive to increase cultural competence, which will support an environment of belonging and the provision of equitable health care.
DEFINITIONS
Employment Equity:  The provision of jobs and job conditions in a fair and unbiased manner.  This requires policies, values, strategies and actions which create and foster equal access to opportunities for all.  In the context of a diverse and healthy workplace, commitment to equity is evidenced by fair hiring policies and the provision of opportunities for professional development in recognition of the implications diverse backgrounds and pre-existing knowledge (or lack thereof) may have.   Priorities for hiring reflect the population served.  

DESIGNATED POPULATION
There will be a working document with definitions of designated groups within our district.

PROCEDURE

1. Capital Health is committed to the following employment practices:

1.1. provide equality of opportunity to all individuals by identifying and removing organizational barriers to full and meaningful employment with respect to  current or future employees

1.2. set objectives for equitable representation of designated groups

1.3. develop a proactive plan which will include special programs to support these objectives 

1.4. educate and inform employees on equity principles and cultural competence

1.5. support an Employment Equity Committee to address equity issues

1.6. implement systems to measure, monitor and report recruitment , career development and retention activities

1.7. create a culture of understanding and mutual respect for the diversity in our workplace

1.8. work with employees, unions, employee associations and community partners that represent designated groups in the development of goals and strategies to promote equity in the workplace

1.9. implement special measures or programs and accommodations to assist specific groups of workers to overcome discrimination and the barriers of systemic discrimination

RESPONSIBILITIES

Senior Management

1. Promote and advocate for employment equity principles, practices and programs within Capital Health to the Board, managers, staff and community partners
2.   Create an environment in which employment equity is an expectation at Capital Health
Employment Equity Committee 
Committee membership will include management and union representatives.  The Committee reports to the VP of People and will provide direction, set priorities and coordinate employment equity plans within Capital Health 
1.     Review policy and development of equity issues
2. Consult, provide input and support the collective bargaining process to incorporate employment equity goals

3. Advise and support management on the development and implementation of special programs, initiatives and reviews intended to remove barriers, support employment equity and measure outcomes

4. Monitor, provide input and make recommendations on the recruitment, promotion and appointment processes and outcomes

5. Provide input on staff development and training programs
6. Partner with other organizations and community agencies to reach designated groups and exchange information (NEED TO RE-WORD THIS A LITTLE)
7. Collaborate and link with larger diversity work in Capital Health.
People Services Human Resources/Healthy Workplace

1. Conduct randomized, voluntary diversity surveys to on current staff.

2. Maintain confidential diversity survey information to track and monitor success of programs and initiatives

3. Compare internal data to external benchmark data and report to senior management annually

Management

1. All levels of management are accountable for the implementation of employment equity by integrating employment equity objectives into their departments’ goals, objectives and performance assessments.

2. Managers will increase their cultural competence, specifically in the areas of employment equity principles and practices.

3. Provide a supportive work environment that encourages employees to self-identify as designated group members.

4. Develop initiatives within the department to attract and retain designated groups

RELATED CAPITAL HEALTH DOCUMENTS

Recruitment and Selection Policy CH-40-020

Accommodation of Employees with Disabilities CH-40-075

Healthy Workplace CH-100-080

Workplace Diversity CH-40-105

Employee Information on Record CH-40-130

LOGIC MODEL FOR EMPLOYMENT EQUITY IN CAPITAL HEALTH

	Long-term change: 3 – 5 yrs
	Capital Health has a diverse workforce and a culture of belonging.

	Outcomes
	Organizational barriers to fair hiring practices at Capital Health are reduced or eliminated (Leadership)
	Employee profile of Capital Health is representative of the communities that Capital Health serves (People Services)

 
	Capital Health has a culture of belonging  

(Leadership & People Services)

	Activities
	1. Develop and implement employment equity policy that ensures fair hiring practices.

2 People Services/Human Resources is responsible for employment equity Coordination which includes: staff support, new hire inquiries, recruitment, interview guidelines and policy development.

3. Employment equity implementation is a priority of People Services. 

4. Sustainable and committed resources are secured for employment equity initiatives including:  scholarships, bursaries and accommodation funds.

	1.  Apply employment equity principles and practices in selection processes and exit interviews including:  postings and distributions, interview guides, interview panels, scoring, debriefing and auditing.

2. Develop formal partnerships with academic institutions and community organizations which support the employment of designated populations and promote employment opportunities and/or reduce barriers for employment at Capital Health.  Partnership strategies will include internships, job shadowing, mentorship.

	1.  Educate leaders/managers on 
principles of employment equity, 
human rights and fair hiring practices.

2. Leaders/managers will practice 
cultural competence in their management 
and leadership in the workplace to 
create a welcoming and inclusive 
environment for all employees, learners and volunteers.  Progress 
will be evidenced through staff 
satisfaction and retention.
3. Build retention supports including 

ongoing cultural competence and diversity 

education, conflict resolution, employment

equity resource centre, orientation and 

mentorship programs. 
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