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EXECUTIVE SUMMARY

DEVELOPING B8USTAINABLEULTURE OF EQUITY, DIVERSITY, AND INCLUSION

In May and June 2021, the Waterloo Catholic District School Board (WCDSB) administered its

Workforce Census in response tothe 6 y = flze N ' cn~ll f~ eny ©@ndd¢he”

Ontario Ministry of Education Policy/Program Memorandum 165 issued February 2021.Further,

collecting this data is also a priority in -~ H& 0O J T-ye8 pastorhl plan. The goal of this
Workforce Census is to assess diversity at the Board, identify gaps in representation, and to
develop strategies to ensure this Board is an equitable and healthy environment for all staff
regardless of ona sbackground or status. We hope this data, and data we collect in the future,
will help the Board develop programs, priorities, policies, and resources to  create an even

more equitable, diverse, inclusive, and supportive environment  for our staff.

As we work toward thinking about an even more equitable, diverse, and inclusive workforce,
& yaan "N 3& 3eyné-q Né& ~HA& njaeéeeye  andthgeyrelat@

«

to the work we do . Below are working definitions:

Equity
Equity is the guarantee of fair treatment, access, opportunity, and advancement of all staff

students, and families we work with G Heqd da&ndgqad ‘& ~H& . Nknj

interchangeably, they mean different things and lead to different outcomes. If an in  stitution
treats everyone equally, it treats everyone the same. However, when an institution treats
everyone equitably, it focuses on individualistic needs. The principle of equity acknowledges
there are historically underserved and underrepresented popul  ations. While addressing equity
issues, administrators and decision -makers must understand the root causes of outcome
disparities within our Board and within our society. Ultimately, an organization must identify
and eliminate unfair biases, stereotypes, and/or barriers that limit full participation in higher

education and in our society.

Diversity
Diversity refers to the ways people differ. This includes, but is not limited to, identity markers

such as race, ethnicity, gender/sex at birth, gender ident ity, religion, sexual orientation,

ethnicity, nationality, socioeconomic status, language, (dis)ability, age, religious/spirituality
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commitment, political and intellectual perspective, education, marital status, and physical

appearance. Ultimately, a diver se institution is one in which a variety of social and cultural
characteristics exist and individuals from equity -seeking groups are included at every level ,

including leadership .

Inclusion
Inclusion refers to an institutional climate in which all  individuals and group s feel welcomed,
respected, valued, and supported. Further, all individuals including members from

underrepresented groups can fully participate in the decision -making processes.

KEYRESPONDENT DEMOGRAPHICS

There are more than 60 tables and figures throughout this report.

Many staff participated in Most of our

respondents “Wellestey T
our Workforce Census live in the
_ Waterloo
‘ Region —
1J 6 l/l"g | 86.9% =
9 J*T'JD :
14..8% of our respondents New and old friends are
hold leadership positions at working together at the
the Board Board

AK

m Did Not Attend WCDSB as
a Student

Attended WCDSB as 52.0%

Student
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Respondent Religious or Spiritual Affiliation
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.......... dominated field Christian: Non-Catholic [N
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$388282888 © ..o =
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Canada )
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born in Canada born outside of Canada
. . Racial Background
2.1% of respondents identified ! grou .
as First Nations, Métis, and/or Black 1.8%
Inuit East/Southeast Asian  1.9%
Indigenous 1.2%
Latino/Latina/Latinx  1.9%
Middle Eastern 1.5%
South Asian 1.7%
White 89.2% 1
350 We have a rich ethnic tapestry at
WCDSB
300
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Swiss _ Polish
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= L
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SUMMARY ORECOMMENDATIONS

Based on the data from our respondents, we have made 10 recommendations. These
recommendations are listed below. To contextualize these recommendations, review the
report.

1. A revised workforce census should be administered every three years. We would

recommend the next workforce census be administered in 2024.

In future census collections, we should continue to ask abo ut Indigenous status/ethnicity,
citizenship, ethnic background. However, we should also ask the number of generations
Nyax' éfszeq” Hf' k&' enjan ey Jfyfnf ~~ T4&-

At point of hire, we should survey new employees about basi ¢ demographic information
(i.e., gender, gender identity, sexuality, Indigenous status/ancestry, race, ethnicity,
nationality, age) to track our diversity demographics at any given time. We are aware there
might be underreporting, but we would have some d ata to work with on an ongoing basis.
Further, we could formalize the exit interview and again track diversity demographics. We
would need to work out operational processes (e.g., automated processes that do not

>NEa

f""fIH dANdqa s’ yf 3 atothedemdgrdphit isfé@rgalion)d N e~ e Ny

Administer the Guarding Minds at Work Survey (i.e., the complete scan) yearly, except
during census years. The first administration of the complete scan should take place fall of
2022.

We should develop even more strategies to reduce the stigma around mental health,
increase support for employees, and educate supervisors and managers on mental health
issues and how to support their staff.

There should be more systemic education and trai ning to further develop the capacities,
capabilities, and competencies of all employees to achieve the goals of building a diverse
and inclusive workforce. There are educational opportunities occurring already, but we
need to make sure the opportunities ar e ongoing, and the learning is sustainable. All new
employees should take sensitivity, harassment, anti -racism, and implicit bias training as
part of their onboarding. Follow-up professional development in these areas should occur.

Develop a method to tr ack and deal with inappropriate behavior that make employees feel
unwelcome.

Continue to build the capacity of leaders, administrators, and staff to develop a deeper
understanding of themselves and their positionality
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9. Provide even more training to all s enior staff, hiring managers, and school administrators
to ensure they are well trained to recruit, evaluate, support, and mentor a diverse
workforce.

10. Leadership should intentionally diversify its ranks, including senior leadership and school
administrators. We need specific goals and numbers (i.e., benchmarks) identified and then
we need to work toward those goals over the next three years.

CONTEXT Figure 1
Map of Waterloo Region:

https://www.waterlooedc.ca/en/advantages

Located in the Waterloo Region, WCDSB protects and , \
of-waterloo/community -profile.aspx

promotes a tradition of academic excellence that first began

in a one-room schoolhouse in 1836. Today, WCDSB is the

Township of
Wellesley Township of

eighth largest Catholic school system in Ontario. This Board Woolwich
o

=

provides an outstanding educational experience to the e
following cities and townships: City of Cambridge, City of s o‘

Kitchener, City of Waterloo, Township of Dumfries, Township

City of
Cambridge

of Wellesley, and Township of Wilmot. SeeFigure 1for a map

Township of
North Dumfries

of the Waterloo Region. We have 43 elementary schools (i.e.,
Junior Kindergarten to Grade 8), 5 secondary schools (Grade 9 to Grade 12), and 4 adult and

continuing education campuses.

The Waterloo Region is a mid -sized community located in the heart of southwestern Ontario.

The region is one of the fastest growing areas in the province , with more than 630,000 residents

(i.e. estimatefor2021Census)y | H& o6y~ fken £EN, H gqfy+ dental
will reach 923,000 by 2051 (https://www.ontario.ca/document/place  -grow-growth -plan-

greater-golden-horseshoe). Table 1 shows the overall population growth in the Region of

Waterloo and across Ontario as well has the growth of the First Nations, Métis, Inuit and

Racialized Peoples.
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Table 1
Rate of Population of the Region of Waterloo

Rate of Population Growth, First Nations, Métis, and Inuit, Racialized Peoples, and Total Population (2006-2016)

Region of Waterloo 2006 2016 2006-2016
Population Percent of the Population Percent of the Absolute Percent
Population Population Growth Change
First Nations, Métis, and Inuit 4810 1.0% 8980 1.7% 4170 87%
Racialized Peoples 61,980 13.1% 100,025 19% 38,045 61.4%
Total 478,121 N/A 535,154 N/A 57,033 11.9%
Ontario 2006 2016 2006-2016 ENN]
Population Percent of the Population Percent of the Absolute Percent
Population Population Growth Change
First Nations, Métis, and Inuit 242,490 1.9% 374,395 2.8% 131,905 54.4%
Racialized Peoples 2,745,200 21.3% 3,885,585 28.9% 1,140,385 41.5%
Total 12,851,821 N/A 13,448,494 N/A 596,673 4.6%

WCDSB students are nurtured in a community grounded in Gospel values, and experien ce
authentic learning environments of collaboration, inquiry, and engagement . We challenge our

T . nay- "N 3allnzd TqgN3faq I e dhttdyvwwwweHsb.cawiz fy*‘ éNE3
content/uploads/sites/36/2017/01/Multi -year-Strategic-Plan-2018 2021 Summary-

Brochure.pdf). Staff, students, and parents of WCDSB maximize Godgiven potential of each

child. We welcome all students, believe in all students, and instill hope in all.
BACKGROUND

The Royal Commission on Equality in Employment (1984)identified systemic and persistent
discrimi nation of Indigenous Peoples, visible minorities (note, this term has been replaced by
the term racialized people in recent years), persons with disabilities, and women in the

workforce (https://www.crrf -fcrr.ca/images/stories/Equality in_ Employment.pdf ). In 2021,

these groups and people who identify as members of the LGBTQ2-€ommunity still experience

barriers to employment and promotion in the public, private, and non  -profit sectors.

The Ontario Human Rights Commission continues to promote, protect, and advance human
rights through research, education, legal action, and policy develop ment

(http://www.ohrc.on.ca/en ). | He* I Nz3e' ‘eNny Hf* *~TT4&* an+ - Tf"°

useful and often essential role in creating strong human rights and human resources strategies
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for organizations in the pu blic, private,andnon -d N é ¢ ~

al~Nne*" g0 |N

“Hf-

4\

in Ontario are required by the Anti-Racism Act (ARA2019) andd6y ~ flze N = cni- Il f  enNy

Action Plan (2017) to gather and report identity -based data by 2023. Collecting this data is also
f dkzenNnke " eyearpdsioraphil i B ' ]

February 22, 2021, the Ontario Ministry of Education issued the Policy/Program Memorandum

165. This memorecommitt ed to, - || the best education system in the world to prepare students

éenk ‘-~ lIla" 4 yn. fyn ey ~H& &-  hagsuggqsted iBsfcritiéah

N Hf _ a-prepfred, dualified, and diverse teacher workforce with the knowledge, skills,

and att ributes needed to ensure that all students reach their full potential, regardless of their

3fIATEN~YN NE “Nlefq endy e " qo0

To achieve diversity of the staff in the education system, including the teaching workforce,
Ontario school workforces should refle ct the diversity in the province. It is necessary, but not
sufficient, that we collect workforce demographic data and allow the data to serve as the

foundation for well -informed discussions and decision -making around equity .

The Ministry requires boards to conduct an Employment Systems Review (ESR). One of the
purposes of the review is to determine whether the board creates barriers for potential
candidates at time of hire and promotion. The review should examine the organizational
culture for unconscio us values, assumptions, and behavioral norms that can disadvantage or
discriminate against groups and /or individuals based on their social identity characteristics.

The data from the census will contribute, in part, to our ESR.

In November 2017, the WCDSB Administrative Procedures Memorandum #APOO028Fair and

Equitable Hiring Promotions Policy was issued. It was subsequently reviewed and revised in

April 2021. The purpose of this Memorandum was to ensure hiring decisions for all positions
are made in accordance with applicable laws, policy/program memorandums, collective
agreements, and terms of employment. Further, the Board reestablished its commitment to
promoting an equitable and diverse workforce where fair, consistent, and transparent hiring

decisions are made.

As a Catholic learning community, we are inspired and guided by the Gospel in our pursuit of

equity and justice as a value rooted in our faith. In our Catholic/Christian tradition, we have a
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moral imperative to act intentionally to ensure those we serve » staff, students, and

communities w»are treated with respect and dignity as brothers and sisters in Chri  st.

Il NeznjeyT g+ “"H& of adakzqNN Jf Hnqel Te' kZel™ T HHNN
"H& - HAfk- N& “~H& INz3-ye " ©of NEéeédkeyl ‘-0 01&"" &
vision, at the time of the data collection and partof  our th ree-year pastoral plan . f ‘Gathered
"N Balnzal | Efy'énkzeyl ey Stff wekeanviteoeto parjicipateBinv nj” N &  J
Nelz o £f Hakzan -~ N Bal NisMaglueNn@A éswore bffour Im@oytant step s
in making our vision come to life, in support of our pastoral plan, and in alignment with the

Ministry of Education Equity Action Plan .

In summary, WCDSB hd the legal authority to conduct the Staff Census. The following Acts

authorize and regulate the Staff Census:

9 Education Act, R.S.0. 1990, c. E.2

1 Municipal Freedom of Information and Protection of Privacy Act, R.S.0. 1990, c. M.56

 Anti-Racism Act, 2017, S.0. 2017, c. 15

T O.Req.267/18: GENERAL, under the ARRacism Act, 2017

1 Anti-Racism Data Standards »Order in Council 897/2018

I Ontario Human Rights Code »Ontario Human Rights Commission quideline » J N~ Yy~ 3 a

in! Collecting humanrights -3 f * anj njf - f ©

By conducting the workforce census, WCDSB will continue to progress in fostering equity
through informed measures. The collection and analysis of data on demographic information
including race, ethnicity, first language, gender at birth (or assigned sex at birth), gender
identity, and (dis)ability, informs the decision -makers about the changing needs of its
employees and the students, families, and communit ies they serve. Ultimately, the
information collected is the basis of a workforce profile that will guide planning, monitor

trends, and inform priorities and programs. We hope to create an even more inclusive,
respectful, supportive, and healthy environment for all employees and the students and

families they interact with.
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METHODOLOGY
SURVEY CREATION AND QUESTION DEVELOPMENT

The survey was originally developed in 201 9 and the questions were revised in 2021. Executive
Council, and a working group from the Executive Council chaired by the Director, worked with
leaders from various groups including both the local and provincial OECTA leadership during
the original census developmentand implementation. Our survey was created from four main
sources which we used to develop and revise our census questions. Specifically, the Anti-

Racism Act (2017)provided detailed guidelines for asking demographic informati  on, such as

race, Indigeneity, ethnicity, gender, and sexual orientation. The Ministry of Education also

provide d a sample census school boards were welcome to follow. Wereviewed and modeled
many of our questions from the Waterloo Region District School B N f z(Wy/RDSB)workforce
census to be able to conduct a regional comparison. Because we are a Catholic board, we
sought counsel from other Catholic boar ds, especially the York Catholic District School Board
(YCDSB) YCDSBwas the first of the Catholic boards to conduct both its workforce census and

student census. We were able to learn from the questions that yielded meaningful results

Executive Council developed a census working group to assist in the development of the

census. A working draft of th e census was created by the Board s researcher and the
superintendent of learning and equity , with oversight from Executive Council throughout the

process. Thenthe 0 J Ti B cf-e " "+ Te_ dk‘ e’ andthefrgativeldrievf zy ey I
equity officer reviewed and revised the survey questions . Please note, the WCDSB Equity,

Diversity, and Learning Committee consisted of two superintendents, employees who work at

the board office, and employees who work in schools, including administrators and teachers.
GUARDING MINDS AT WORK SURVEY

The staff census includes the Guarding Minds at Work: Initial Scan Survey. It is an evidence-
based survey designed to assess psychological health and safety in the workplace. A healthy
fyn ‘feéed _NEAdqfla dkznsnN~ &being. Firtbed it worke topriveint g N T e Il f

harm to employee psychological health due to negligent, reckless, or intentional acts.

The Initial Scan generates two scores, the Stress Satisfaction Offset Score (SSOS) andStress

Satisfaction Index (SSIX).The questions in the Initial Scan are below:
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1. | am satisfied with the amount of involvement | have in de cisions that affect my work.

2. Ifeel |l am well rewarded (in terms of praise and recognition) for the level of effort | put
out for my job.

3.,y “"H& qf‘" ‘e aNY H'4 NN -IH "~ e3d8 dk&a‘"‘'.Lka
or stress.

4. InthelastsixmontH* + | Hf_ & & dadkzedylan  NkE" + -yadk, &
at work.

5. | am satisfied with the fairness and respect | receive on the job

6. My supervisor supports me in getting my work done

Iltems 1 to 4 assess the SSOS index. Specifically, Items 3 and 4 assess the demand and effort

‘eqaqt+ T EA&'* NE' !  ehow rfiugh thosedteessord dieeffset by gontrplyamj
reward (i.e., satisfiers). Items 1 and 2 assess the satisfiers.

With the SSOS score, the additional items, Items 5 and 6, assess the SSIX index. Theadditional
items provide information on how SSOS scores are either raised or lowered when the role of
perceived fairness and supervisor support are factoredin. ltems5and6f za Il fgqqanj - 3>anjef

because they mediate the impact of the basic SSO S scores by either raising or lowering them.

Together the six items will help us assess the psychological health and safety of employees in
the workplace. For each respondent, the scores will fall between -2.5 and +2.5.Figure 2

provides a visualization of the interpretation of the results.

Figure 2
Guarding Minds at Work Initial Scan Interpretation

-2.5t0-0.50 = red -0.49 to 0.0 = amber

Red Zone: much higher chance of mental injury, negligible chance of mental health promotion
Amber zone: elevated risk of mental injury, reduced chance of mental health promotion

PREADMINISTRATION CONSULTATIONS

We held consultations two to three weeks before the launch of the Staff Census with employees
from specific demographic groups . Specifically, we held consultations for racialized staff and
allies on April 20™, 2021, First Nations, Métis, and Inuit staff and allies , on April 21%, 2021,
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LGBTQ2S+ staff and allies on April 224, 2021 and women, trans, non -binary and allies on May
4 2021.

At these consultations, we displayed a PowerPoint slide presentation that outlined the
purpose of the workforce census, reviewed the potential questions we would be asking on the
census, asked for feedback on those questions, and then we asked general questions about
work life at the Board. See Appendix A for images of th e PowerPoint slides used during the

consultations .

The feedback received from the consultations was taken back to the WCDSB Equity, Diversity,
and Learning Committee. As a group, we made a few revisions based on the consultations. We
were not able to make all the changes suggested at the consultations due to receiving
conflicting suggestions and/or having to adhere to the Equity Action Plan (2017). The final
versionoftne - £ f ~ HAk&nj ~ N Bal N3 adwas apprdretl 8ynhe Ex@cutivé Gouneil*
of WCD® on Thursday May 6", 2021.

ADMINISTRATION OF THE SURVEY

After the approval of the census , we posted a final draft of the census (i.e., PDF version) on our
website. We also posted a video explaining the purpose of the Census , reviewed security and
privacy issues, and added a Frequently Asked Questions (FAQ) page. See Appendix B for a
paper copy of the FAQ page. Staff who had additional questions about the census could

contact our Board researcher at WCDSBResearch@wcdsb.ca

The census was announced through board -wide announcements, emails, twitter posts at the

beginning and throughout the collection period. The announcements and emails included a

link to the WCDSB Staff Census website. Employees were asked to complete the survey online

via Qualtrics, an online survey and data collection tool. The- £ f - HA zZ&BINN F&N o BaONEZAENLEI

Censuswas administered from Monday May 4™, 2021 to Friday June &', 2021.
PRIVACY AND SECURITY

A privacy impact statement (PIA) was conducted to address the privacy rights and interests of

WCDSBstaff. It is mandated by the Ontario government and guided by the  Anti-Racism Act

(2017) The purpose of the assessment is " N ay ‘'~ ka fqq asdgnNn” aa‘' &= dke.

protected regardless of whether they took the census or not. The technical pieces of the PIA
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were completed before the administration of the staff census.  The PIA is available throu gh the
WCDSB privacy officer.

The Staff Censusis anonymous and confidential. Anonymity is one of the requirements of
collecting self -identification data in accordance with the guidelines provide d by the Ontario

Human Rights Commission and privacy legislation. Employees were not asked to provide their

first or last name, employee number, date of birth, school name, or IP address. The survey was
posted on the WCDSB StaffNet. Thus, to access the survey URL link, stéf needed to enter
StaffNet. Despite accessing the link via StaffNet, no login information was collected when staff
completed the survey. All responses are stored on encrypted and secure third -party servers

and kept confidential.

Personal identifying info rmation is never shared with third parties under any circumstances
unless required by law (such as when required for a criminal investigation, or to comply with

a freedom of information request).

We will never report individual data. The overall results have been compiled into summary
reports and will be shared publicly with the WCDSB staff and the Board of Trustees. Results
will be presented in such a way that no individual staff member could be identified in any way.

For example, if we have a small number of respondents (i.e., less than 10 people) in a particular

category (i.e., small cell), we combined the category with other relatively small categories and

lzaf an f ya&a,., qfkladk I f &l NE" 4+ NE .8 njeentiegsn~ EZA&dN
STAFF PARTICIPATION

All staff, including temporary, were invited to participate in the census. However, the

completion of the WCDSB Staff Census was voluntary. We are grateful to our respondents. If

participants chose to participate in the censu s, they could opt out of answering any of the

f-&° eNny' 3° ‘&dq&l eyl ~H& k&' 'dNy‘ &4 -, dkzAd&ak yN

survey at any time.

This survey represents a one-time snapshot of the organization. Throughout this report, the
results represent 1,643 employs who participated in the census. We cannot assume the
participants who did not participate share the same identities or experiences as those who

participated in the survey. Further, it is important to  remember, respondents could choose
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not to answer a question by clicking that option or skipping over the question. Thus, be aware

we have two different respondent totals presented throughout the report: (1) total
respondents who participated in the Staff Census, (2) total numbe r of respondents who

answered each specific question.

Ultimately, the summarized data in the results section provide a picture about the
demographics and experiences of some of our employees, but not all. We must show caution

about generalizing our resu lIts to the WCDSB staff population.

The response rate was calculated by dividing the number of employees who participated in
the survey (i.e., answered at least one question) by the total number of WCDSB employees at
the time of the survey and then multipli ed by 100. Listed in Table 2 is the participation rate by

union or employee group and the overall response rate.

Table 2
Staff Participation Rate by Union or Employee Group

Union or Employee Group Total Number of Percent of
Number of Survey Union Group
Employees Respondents
APSS (EWAO) 36 15 42%
CPCO 107 62 58%
CUPE 1388 478 34%
EXECUTIVE STAFF 14 13 93%
International Language Instructors & Another 247 17 7%
OECTA 2140 868 41%
OSSTF m 36 32%
PASS 113 87 77%
Unifor 226 67 30%
Total 4,285 1,643 38%

The response rate is the percentage of employees who chose to participate in the survey by
answering at least one of the questions. Our overall participation rate was approximately 38%

if you include all staff, including temporary staff. = Many of the temporary staff did not
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participate. If we exclude the tem porary staff from our total, we have 3214 staff who are

considered permanent , and the response rate is approximately 51%.
RESULTS

The results section includes the summary findings from the WCDSB Workforce Census. This

section is divided into three sections:
1 Demographics of the Respondents
1 Workplace Culture and Health (Guarding Minds at Work)
1 Perceived Barriers at Work

DEMOGRAPHICS OF THE RESPONDENTS

Most of our respondents (86.2%)live in the Waterloo Region which includes Cambridge,
Kitchener, Waterloo, and the Townships. Figure 3 indicates the number of respondents who

indicated they live in the Waterloo Region versus the number of respondents who do not.

Figure 3
Where WCDSHBRespondents Live In the Waterloo Region or Not
Number of Respondents 226 (13.8%
(N =1635) T~

mLiving in Waterloo Region
Living Outside Waterloo Region

1409 (86.2%)

For the employees who live in the Waterloo region, the majority reside in Kitchener  as

indicated in Figure 4.
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Figure 4
Where Employees who live in the Waterloo Region Reside

136 (9.9{

309 (22.5%)
588 (42.9%)

Number of Respondent
(N =1371)

m Kitchener
Cambridge

[ | Waterlo'o 138 (24_7%)\
Townships

Respondents were asked if they currently held a leadership position. Examples of leadership
positions were provided to help respondents so they could provide accurate information.
These examples were: consultant, manager, supervisor, secondary school program head,
association or union representative, secondary school department head, administrator/senior
administrator. Figure 5 shows the number of re spondents who indicated the type of position
they were in (i.e., leadership position, non -leadership position). For the 14.8% of the
respondents who indicated they were in a leadership position, the majority were in permanent

leadership positions rather th an temporary. See Figure 6.

Figure 5
Type of Position: Leadership or Non-Leadership

243 (14.8%)

Number of Respondents
(N =1420)

W Leadership Position

Non-Leadership Position
1397 (85.2%)
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Figure 6
Type of Leadership Position: Permanent or Temporary

26 (10.7%)

Number of Respondents
(N =243)

m Permanent Leadership Position
Temporary Leadership Position

217 (89.3%)
While most of the staff primarily work in schools, Figure 7 shows staff work ing in a variety of
locations, including the Catholic Education Center (CEC), Continuing Education Facilities,
Itinerant locations/Multiple School locations,  and the Dutton Drive Office and Warehouse.

Figure 7
Primary Work Location of Respondents
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Our results indicate most respondents have a permanent full -time status at the Board. We do

have permanent employees who have a part -time status and employees who are casual,
occasional, temporary, and contract or are considered supply emplo yees. Figure 8 indicates

the employee status of our respondents.

Figure 8
Employee Status
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Employee Temporary, Contract, Employee
or Supply Employee

Employment Status

Note, 80.3% of the White respondents are permanent full -time employees, whereas only

61.6% of Racialized respondents are permanent full -time employees.

Our respondents indicated most of their work schedules adhere to weekday, daytime

schedules. Figure 9 shows when our employees typically work.

Figure 9

Typical Work Schedule
Week Days 15025

Afternoons/Evenings/ Weekends I 60

Type of Employee
Group

Mornings Ilﬁ’

0 200 400 600 800 1000 1200 1400 1600

Number of Respondents (N = 1632}
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Figure 10 indicates the number of years employees have worked at the Board.

Figure 10
Number of Years employees have worked at the Board
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In order not to have small sample sizes in racial groups, we created three racial groups:

Racialized Peoples (Black, Indigenous, and people of colour), Middle Eastern, and White.

Please note, Statistics Canada classifies people who are of Middle Eastern d escent as visible

minorities, but not people of colour. Thus, we did not embed this group under Racialized

Peoples or White. Further, if a staff member indicated more than one racial group, such as

OHe & fyn BaqflA4+ & Ilqf‘ " eRacplizej Peoplds. Whietthisnsyiot® njf = f

enafqgq fyn nNa‘ YN~ IN3dqa” aq- aéqal- ‘N3a& eynje.
enoughrespondents ., HN ITHN® & -~ _ N EZfNIA&A° ~ N Hf_.&8 3ekzflefq I f-
NEZ o, ynel dynNn-* fyifiyojH& H&mlymeshendooking gt the intersection

between race and gender, we did not report findings when the category groups became less

than 10.

We can see a disparity in the number of racialized people employed at the Boardin  comparison
to White people . Further, we also see a disparity in the length of time people have served at

the Board. Figure 11compares the years of service of racialized em ployees, including racialized
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people (i.e., Black, Indigenous, and People of Color) and Middle Eastern employees with White

employees.
Figure 11
Years of Service as a Function of Race
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When we asked about the age range of our employees, we found as expected a normal curve

in the age distribution of our respondents.  Figure 12 breaks down the ages into groups.

Figure 12
Staff Age Groupings
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Forty-eight percent of our respondents attended WCDSBas a student. Figure 13 shows the

number of respondents who did not attend a WCDSB school.

Figure 13
Where Staff Attended School as a Student

Number of Respondents 226 (13.8%)
(N =1635)

W Living in Waterloo Region
Living Outside Waterloo Region

1409 (86.2%)

We asked staff about their professional background. More than 50% of our respondents have

a bachelor s degree or higher. Table 3 indicates the highest education level reported by our

staff respondents | N3 fz&nj "N ~H& Hel H&A*' "~ &nj-Ilf eNny gqé&_  aq
on the 2016 Census (note: 2021 Census results are not available at the time of this report).

~Table3 _
l <féet1 o® -Altoel < Pa.ad we aNII f<Awd

0,
WCDSB Employees’ Highest Level of Education % of Wate.rloo
Employees Region

Certificate or Diploma above Bachelor’s Level 4.2% 1.4%
College Certificate, Diploma, or Equivalency 23.8% 21.2%
Graduate Degree (i.e., Master and Doctorate Level) 15.7% 6.0%
No School Degree, Certificate, Diploma, or Another 0.8% 18.2%
Other Professional Degree (e.g., LL.B/).D., CPA) 1.2% N/A (under

graduate degree)
Secondary School Diploma or Equivalent Certificate 4.3% 29%
Trade Certificate of Qualification, Journey-Person, or Red Seal 1.0% 2.9%
Undergraduate Degree (i.e., Bachelor Degree) 7.4% 1.7%
Undergraduate Degree in Education (i.e., Bachelor of Education) 41.6% 15.7%
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Respondent’ highest degrees were typically obtained in Ontario.  Figure 14 shows where

respondents obtained their highest degree.

Figure 14
Where Staff Obtained their Highest Degree
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To proactively plan for upcoming open positions, we asked employees to anticipate their
retirement. Many respondents (n = 271) simply did not know or were undecided. There were a
few respondents (n = 33) who plan to retire in less than a year. For a com plete picture of the

anticipate d retirement years, see Figure 15.

Figure 15
Staff Anticipated Retirement
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In this census, we chose to use the term gender at birth. Many surveys use the term sex at

birth (or assigned sex at birth) rather than gender at birth. However, gender at birth is a more

fIll-k2f & “Akaq .,  kA&&AE' °“N "H& f°'elyan Taynak

genitals without considering the chromosomal makeup of the infant (i .e., XY, XX, or other

variations). Without a DNA test, there is no way to assess sex at birth. Most of our respondents

indicated their gender at birth . Figure 16 indicates the gender at birth breakdown.

Figure 16
Gender of the Respondents
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assigned gender). Figure 17indicates z 8 * Ny njdy -~ * = [T Aynjdk endy e " q

Figure 17
Gender Identity of the Respondents
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Of the respondents who identified both their leadership status and their gender at birth (N

=237), 62.8% are either female or a gender minority and 37.1% are male. SeeFigure 18.

Figurel8
Number of Female or Gender Minoritiessus Male Employeesho Currently Hold a Leadership

Position
88 (37.%

Number of Respondents
(N =237)

m Female or Gender Minority
in a Leadership Position

Male in a Leadership

Position 147 (62.8%)
, € & INny'enalz Iinyne eNnyfaq deNn3f3eaqe™ " fyn f°A
e "H& dkEN3f3eqe " “Hf  , _N-qn 38 f qa&fnak
baeyl f qéafnakq ,é&+ HA~N,.&_ &k4+ & fEZA "N f°A ~HA
f~ "He' 3Nfkn4+ ~H& deN3f3eqe " ~Hf™ | _N-qn

11.4% chance of being a leader.

According to the Ontario Human Rights Code+ * & « fq NkZedy f eNy k&

romantic, emotional, and sexual attraction to people of the same or different gender/sex. It
covers a range of human sexuality from lesbian and gay, to bisexual and heterosexual.
Transgender is not a sexual orientation, but rather it can be used to describe someone
gender and/or gender identity. However, in this census, we asked about transgender under
the umbrella of the LGBTQ2+Alacronym (i.e., lesbian, gay, bisexual, transgender, queer,
guestioning, two -spirited, intersex, another). Respondents who indicated they belonged to the
LGBTQ2+Al, were asked to indicate their sexual orientation and gender identity. We are not
including summarize d results of this data because some groups were small and may
inadvertently identify members of our staff . Respondents were asked if they were an ally to
the LGBTQ2+Al community. A definition of ally was not provided to respondents. Very few

respondents i dentified as an ally. Again, we are not including results from this data.
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Approximately 2.1% of our respondent s identify as First Nations, Métis, and/or Inuit.  This

guestion was asked separate ly from the race and ethnicity questions as per the guidelines

delineated in the Anti-Racism Act (ARA 209). You will notice a slight change in percentage

when we report race. The change in percentage in the race question arises because people

could choose more than one race.

Figure 19
Most of the staff wasborn  §oet1 cwgNbd<! © BAdzOutside €anadd | f d f Nf wda

in Canada. Figure 19 229 (14.1%)

indicate the number of
) Number of Respondents
respondents born in (N =1627)

Canadaversus outside of m Born In Canada

Not Born in Canada
Canada.

1398 (85.9%)

Most of the respondents who were not born in Canada, emigrated to Canada before 1990.

Figure 20 indicates when our respondents emigrated.

Figure 20
When Respondents Emigrated to Canada
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All our respondents are Canadian citizens or landed immigrants.  Figure 21 shows the

breakdown.
Figure 21
Citizenship Status
31(1.9%)
™~

Number of Respondents (N = 228)

m Canadian Citizen

Landed Immigrant/Permanent
Resident

1599 (98.1%)

Most of the participants are of European de scent or White. Table 4 indicates the racial

breakdown of our respondents.

Table 4
Race of Respondents

Respondent Race

% of

Employees

Black (African, Afro-Caribbean, African-Canadian Descent) 1.8%
East/Southeast Asian (Chinese, Korean, Japanese, Taiwanese Descent; Filipino, 1.9%
Vietnamese, Cambodian, Thai, Indonesian, Southeast Asian Descent)

Indigenous (First Nations, Métis, Inuk/Inuit) 1.2%
Latino/Latina/Latinx (Latin American, Hispanic Descent) 1.9%
Middle Eastern (Arab, Persian, West Asian Descent, e.g., Afghan, Egyptian, Iranian, 1.5%
Lebanese, Turkish, Kurdish, etc.)

South Asian (South Asian Descent, e.g., East Indian, Pakistani, Bangladeshi, Sri 1.7%
Lankan, Indo-Caribbean, etc.)

White (Furopean Descent) 89.2%
| do not understand this question or | am not sure 1.2%
| prefer not answer 1.9%
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As mentioned earlier for Figure 11 we did combine our racial groups into three groups:

Racialized Peoples, Middle Eastern, and White. The Ontario Ministry of Education distributed
Memorandum 165 that specifically highlighted the importance of a teaching staff that was well -
prepared, qualified, and diverse. Thus, we looked at the racial breakdown of our teachers by
aQNNAeyl f° ~ H& 6 idehtificati &ndf rafew ympée are lessthan 10 teachers who
identified as Middle Eastern; thus, we combined the Racialized Peoples and Middle Eastern
groups for this one analysis only. Please note, not every respondent answered the question
about racial group . Thus, we had 868 OECTA members complete the census and 838 identify
their racial background on the census. Of the 838 OECTA respondents who identified their
race, 771 or 92% identified as White and 67 identified as being a member of the Racialized
Peoples group or Middle Eastern. Figure 22 shows the racial breakdown of our respondents
who are part of OECTA.

Figure 22
Racial Breakdown of OECTA (Our Teaching Staff)

- 67(8.0%)

Number of Respondents (N = 838)

Racialized Peoples and
Middle Eastern

m White

771 (92.0%

Table 5 shows the racial breakdown of all the employee groups.

Page 30 of 106



Quality, Inclusive, Faith Based Education

O ® ©

Table 5
Racial Breakdown by Employee Groups

% of Racialized or Middle

Eastern Employees % of White Employees

Employee Group

APSSP (EWAO) 6.7% 93.3%
CPCO 3.4% 96.6%
CUPE 12.7% 85.5%
Executive Staff small team, predominately White

International Instructors and Another 31.3% 68.8%
OECTA 8.0% 92%
OSSTF 14.7% 85.3%
PASS 11.1% 88.9%
Unifor 15.0% 85.0%

Of the respondents who identified both their leadership status and their race (N =226), 93.4%

are White and 6.6%are identify as Racialized Peoples or Middle Eastern. See Figure 23.

Figure23
Number ofRacialized Peoples Middle Eastern Employees versus White Employees who Currently Hold

a Leadership Position

Number of Respondents 15 (6.6%)

(N =226)

Racialized Peoples and
Middle Eastern

m White

211(93.42

, €& & INy' endk InNyne enNnyfaq dbkn3[f 3Radadized Pegplgspr f*° A~ H
Middle Eastern employee at this board, what is the probability t hat | would be a leader at this

3Nflng o ~H& fyl0% &Hance af bemgija IGder. If, however, we are to ask the

f-&° enNy+ Whitetemployee atithis baard, the probability that | would be a leader at

"He' 3Nflknjg © ~ HAaslfogHanc@dibeingvaleqdgr. 34 T
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The top three ethnic origins of our respondents were: Canadian, English, and German. In the

graphic, the larger font indicates the ethnicity was identified more frequently than the
ethnicities in smaller font. Figure 24 provides a quick visual snapshot of the res d Ny njay = '

ethnicities.

Figure 24
Ethnic Origins of Respondents
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Table 4 provides amore detailed f Il I N+ y eyl Né& k&' dReppyrdgniscould 8~ Hy el e
choose more than one ethnicity. Thus, the total percent does not add up to 100%.

Table 4
Ethnic Origins of Respondents

Respondent Ethnic Origin % of Employees
African Origins 0.7%
American 1.4%
Asian Origins and Oceania Origins, & Another 0.9%
Austrian 1.2%
British Isles Origins 4.2%
Canadian 48.5%
Caribbean Origins 0.7%
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Respondent Ethnic Origin % of Employees
Chinese 0.9%
Croatian 1.2%
Dutch 3.9%
Eastern European Origins 2.0%
English 14.5%
Filipino 0.9%
Finnish 0.7%
First Nations 1.6%
French 7.7%
German 17.5%
Hungarian 2.0%
Irish 16.0%
Italian 8.0%
Jamaican 0.8%
Latin, Central, and South American Origins 2.0%
Métis 0.9%
Newfoundland 2.0%
Northern European Origins (not British Isles) 1.4%
Other European Origins 1.0%
Polish 5.8%
Portuguese 7.4%
Romanian 1.0%
Scottish 9.7%
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Respondent Ethnic Origin % of Employees
[EIEETIET— R g |
South Asian Origins 1.4%
Southern European Origins 1.7%
Spanish 0.8%
Swiss 0.7%
Ukrainian 2.2%
Welsh 0.86%
West Central Asian and Middle Eastern Origins 1.4%
| do not understand this question; or | am not sure 0.7%
| prefer not answer 1.3%

We asked our respondents to indicate their religious or spiritual affiliation. We did, however,

eylq-nd -an Haqelen-' NE Iideke -~fq @&éeqef enyof -

anN- "N | f° © Fifure 2% ifdicgtes ytHe qreligious or spiritual affiliation of our
respondents.
Figure 25
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The census asked respondents if they had a disability. Most respondents indicated they did

not have a disability. Refer to Figure 26 for the number of respondents with a disability.

Figure 26
Number of Respondents with a Disability

47 (2.9%)

Number of Respondents (N = 1643)
116 (7.1%)

® | am not sure
m | prefer not answer

Yes, | do consider myself to be a
person with a disability

m No, | do not consider myself to be
a person with a disability

1446 (88.0%

For the respondents who indicated they did have a disability, they classified their disability
or disabilities. Sixty-one people identified more than one disability.  SeeFigure 27 for the

types of disabilities identified.

Figure27
Types of Disabilities Identified
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WORKPLACE CULTURE AND HEALTH (GUARDING MINDS AT WORK)

The Guarding Minds at Work survey assesses psychological health and safety at work. The
Initial Scan is a 6-item survey that indicates the extent employees are stressed or satisfied at
work. It provides a glimpse of stress/satisfaction and mental health culture among the
respondents. Pleaseremember this census was administered during Covid -19crisis and toward

the end of the academic year. We surmise that context may have impacted the results.

RN~ Né& ~H& k& dNynjay- fTlzadan _e  H ~Ha&a ' f - asay
ey. . Nq.L4a3dy~ . Hf_4a ey njal e' e nlydmwellHefvarded @ééms~ 3~ _ N
Né dkzfe'd fyn kZalnTye enNy éNEZ -~ HaFigyués2®and20é &ééNk

below, respectively.

Figure 28
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Ef;lirr?gzl?{eward through Praise and Recognition for the Level of Effort Put Out
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In the last 6 months, too much time pressure at work has caused me
worry, "nerves" or stress.
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Strongly Agree Agree Disagree Strongly Disagree
In the last 6 months, | have experienced waorry,
"nerves" or stress from mental fatigue at work.

Respondents overwhelmingly agreed with the statement, o | f 3 “fT e’ éeanj
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fairness/respect | receive on the job. See Figure 32.

Figure 32

Satisfied with the Fairness and Respect Received on the Job

Number of Respondents (N = 1639)
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Strongly Agree Agree Disagree Strongly Disagree

| am satisfied with the fairness and respect | receive on the job.
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Figure 33
My Supervisor Supports Me Getting my Work Done
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Strongly Agree Agree Disagree Strongly Disagree

| am satisfied with the fairness and respect | receive on the job.

While looking at each item in isolation is informative , the results become more meaningful

when you look at the SSOS and SSIX scores. The SSOS scoredsbase score, and it is correlated
with a wide variety of mental and physical health outcomes. This score shows the balance or

- NEéeé'a o 3a  _aay ‘' f asihgk fiumbee rangingfrpmj -2 (Mmukzhéniore strgss
than satisfaction) to +2 (much more satisfaction than stress).  The mean respondent score was
-0.11.See Figure 34.
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Figure 34
Mean Stress Satisfaction Offset Score (SSOS)

§S0OS =-0.11

More Stress than Satisfaction More Satisfaction than Stress

2.0 1.0 0 +1.0 +2.0

The SSIX provides additional information about the effect of two mediators (fairness and
supervisor support ) on the ba se score. We can see how these mediators affect the basic scores
by increasing them or lowering them. In other words, positive experiences with supervisor
support and fairness will increase the scores while the absence of this experience will lower
these scores. These scores range from -2.5(much higher chance of mental injury, negligible
chance of mental health promotion) to +2.5(low risk of mental injury, high pote ntial of mental

health promotion ). The mean SSIX score is +0.21See Figure 35.

Figure 35
Mean Stress Satisfaction Index (SSIX)
SSIX=+0.21
Negative Mental Health Culture l Positive Mental Health Culture
-2.5 -0.5 0 +0.5 +2.5

Figure 36 shows how to interpret the mean result s and place it in context with the extreme

ends.
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Figure 36
Interpretation of the SSIX

] Red Zone: Much higher chance of mental injury, negligible chance of mental health promotion
Il Amber Zone: Elevated risk of mental injury, reduced chance of mental health promotion
Yellow Zone: Average risk of mental injury, better than 50:50 chance of mental health promotion

B Green Zone: Low risk of mental injury, high potential for mental health promotion

The overall findings suggest an average risk of mental injury. There appear s to be mental

health promotion in the workplace.

Additional analyses reveal the mean response rates vary as a function of group. We looked at

four types of groups: (1) employee group, (2) gender at birth, (3) racial background, (4) the
interaction between gender and racial background and (5) length of time at the Board . Below
is a summary of the primary results without the statistical language or figures accompanying

the results.

1. Based on the SSOS scorethe following groups have an elevated risk of mental injury
and reduced chance of health promotion:
a. OECTA members
b. White female staff
C. Individuals who have served the board for 6 to 30 years
2. Based on the SSIX score(i.e., score includes supervisory support ), the following groups

still have an elevated risk of mental injury and reduce d chance of health promotion
a. OECTA members
b. Individuals who have served the board for 11 to 30 years
Based on the SSIX score staff who have served less than 5 years have a low risk of
mental injury, and high potential for mental health promotion with the staff who have
served less than year once again showing the healthiest average

Over the next few pages is an expanded discussion of the result s with figures and statistical

language.

A one-way analysis of variance showed a significant difference between emp loyee groups on
their mean SSOS scores,H8,1614) = 12.0& < .001. Post hoc analyses using the Scheffé post hoc
criterion for significance indicated the mean SSOS score was significantly lower in OECTANI =
-0.38,SD=1.21) than CUPBEM = 0.20,SD= 1.44) and PASS i1 = .46,SD= 1.18).Figure 37 indicates

the mean scores on the SSOSas a function of employee group.
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Figure 37
Mean SSOS Scores as a Function of Employee Group

-2 15 -1 -05 0 05 1 15 2

APSSP (EWAO) -0.27
CPCO 00.06
CUPE 0.2%
Executive Staff 0.15
International Language Instructors and Another 0388
gig.lr_ﬁ; *-0.38 0.36 significant difference
between the groups
Pass [N 10.46%
Unifor 1014 *p < 0.001

Bottom Line: We can confidently suggest there is an elevated risk of mental injury and

reduced chance of health promotion in the OECTA group when compared to CUPE and
Pass groups.

Similarly, a one-way analysis of variance showed a significant difference between employee
groups on their mean SSIXscores, H8,1614) =8.45, p < .001. Post hoc analyses using the Scheffé
post hoc criterion for significance indicated the  mean SSOS score was significantly lower in
OECTANI =-0.04, SD=137) than CUPE M =048, SD=1.46). Figure 38 indicates the mea n scores
on the SSIX as a function of employee group.

Figure 38
Mean SSX Score as a Function of Employee Group

-2.5 -2 -1.5 -1 -0.5 0 05 1 1.5 2 25

APSSP (EWAD)

CPCO
significant difference
between the groups

—

CUPE

Executive Staff * p < 0.001

122 ** p<0.002

International Language Instructors and Another
OECTA *% % -0.04
OSSTF

Pass 0.81%%

Unifor 0.45

Bottom Line: Even with supervisor support and fairness, we can confidently suggest there

is an elevated risk of mental injury and reduced chance of health promotion in the OECTA
group when compared to CUPE and Pass groups.
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Because most of our respondents indicated their gender at birth (or assigned sex at birth) was

female and male and their gender identity was female and male, the following analyses is on
the binary gender at birth. An independent t-test revealed a signific ant difference between
females (M =-0.14 SD=1.33and males (M =.16 SD=1.33 on their SSOS scores,t(1606) = 3.57p

< .001.Figure 39 indicates the mean scores on the SSOS as a function of gender.

Figure 39

Mean SSOS Score as a Function of Gender
-2 -15 -1 -05 0O 0.5 1 1.5 2

Female *-0.14 significant difference between
the groups
#p < 0.001
Male 0.16 *

Bottom Line: We can confidently suggest there is an elevated risk of mental injury and

reduced chance of health promotion with female staff in comparison to male staff.

An independent t-test revealed a significant difference between females (M =0.17SD= 1.52)
and males (M =0.53 SD=150) on their SSIX scores, t(1606) = 375 p < .001.Figure 40 indicates

the mean scores on the SSIX as a function of gender.

Figure 40
Mean SSIX Score as a Function of Gender

25 -2 -15 -1 -05 0 05 1 15 2 25

Female 0.17*
significant difference
v between the groups
Male 0.53%
*p < 0.001

Bottom Line: With supervisory support and fairness, w e can confidently suggest there is an

average risk of mental injury and better than 50/50 chance of mental health promotion for
both females and males. However, the average score was lower for females than males.
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Aone-way analysis of variance showed a significant difference between racial groups on their

mean SSOS scoresH2,1562 = 8.96, p < .001. Post hoc analyses using the Scheffé post hoc
criterion for significance indicated the mean SSOS score was significantly higher in the Black
racial group (n = 146,M =0.34, SD=1.38)than White racial group (n =1399M =-.14 SD=1.33.
The mean SSOS score was not significantly different between the Black racial group and the
Middle Eastern racial group (nh = 20,M = .15 SD=1.42). The mean SSOS score was not
significantly different between the Middle Eastern racial group and the White ra  cial group.

Figure 41 indicates the mean scores on the SSOS as function of race.

Figure41
Mean SSOS Score as a Function of Race

-2 15 -1 -05 0 05 1 15 2

Racialized Peoples 0.34
Middle Eastern 0.15 significant difference
between the groups
*p < 0.001
White * -0.14

Bottom Line: We can confidently suggest there is an elevated risk of mental injury and
reduced chance of health promotion with White staff members in comparison to

Racialized staff members.

Similarly, a one-way analysis of variance showed a significant dif ference between racial groups
on their mean SSIX scores, H2,1562 =8.30, p < .001.Post hoc analyses using the Scheffé post
hoc criterion for significance indicated the mean S3X score was significantly higher in the
Black racial group (M =0.71 SD= 1.55)than White racial group (M =0.18, SD=151). The mean
S39X score was not significantly different between the Black racial group and the Middle
Eastern racial group (M =0.52, SD=160). The mean S3X score was not significantly different
between the Middle Eastern racial group and the White racial group. Figure 42 indicates the

mean scores on the SSIX as a function of race.
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Figure 42
Mean S3X Score as a Function of Race

-25 -2 15 -1 -05 0 05 1 15 2 25

Racialized Peoples 0.71%
) significant difference between
Middle Eastern 0.53 the groups
*p<0.001
White 0.18%

Bottom Line: With supervisory support and fairness, we can confidently suggest there is an
average risk of mental injury and better than 50/50 chance of mental health promotion for

White employees. However, there is low risk of mental injury, and high potential for
mental health promotion in the Middle Eastern and Racialized employees.

A2 X 3analysis of variance was conducted to explore a possible interaction between gender
and race. There is a significant interaction between race and gender on the mean SSOS
score, H2, 1557) = 4.44p =.01. Because the number of respondents in the Middle Eastern
racial group because less than 10 people for one gender, we will not be reporting on the
Middle Eastern racial group for fear of identify specific respondent data. The Scheffé post

hoc criter ion the mean SSOS score was significantly higher for Racialized Peoples women (M
=0.71, SD=1.55)than it was for White women (M =-0.18 SD=1.39, K2, 1256) = 12.5(y <.001
This pattern does not hold for Racialized men (M =-0.06, SD=1.43 and White Men (M =0.18
SD=1.32, H2, 295) = .302p = .740,ns; there is no significant difference between the SSOS
mean scores for these groups. A follow-up t-test showed a significant difference on the
mean score between Racialized women and RACIAIZED PEOPLE§144) = 1.37p = .173ns.
However, a follow t-test showed a significant difference between the mean score between
White women and White men, t(1389) = 4.23p < .001.See Figure 43 for the interaction

between race and gender on the SSOS score.
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Figure 43
Interaction Between Race and Gender on the Mean SSOS Score

-2 -15 -1 05 0 05 1 15 2

Racialized Female 0.43%
Racialized Male 0.06
significant difference
White Female %-0.21 between the groups
%p < 0.001
White Male 0.18%

Bottom Line: We can confidently suggest there is an elevated risk of mental injury and

reduced chance of health promotion for White women in comparison to Racialized women
and White men.

A2 X 3analysis of variance was conducted to explore a possible in teraction between gender
and race. There is a significant interaction between race and gender n the mean SS [Xscore,
H2, 1557) =5.1(y = .006. The Scheffé post hoc criterion the mean SSIX score was significantly
higher for racialized women (M =0.82, SD=1.49)than it was for White women (M =0.10 SD=
1.5), H2, 1256) = 12.5() < .001. This pattern does not hold for Racialized men (M =-0.06, SD
=143) and White Men (M =0.18 SD=1.32, K2, 295) = .46p = .633,ns; there is no significant
difference between the SSOS mean scores for these groups. A follow-up t-test did not show
a significant difference on the mean score between Black women and Black Men, t(144) = 159,
p = .114, ns. However, a follow t -test showed a significant difference between the mean score
between White women and White men, t(1389) = 450, p < .001. SeeFigure 40 for the

interaction between race and gender on the SS X score.
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Figured44
Interaction Between Race and Gender on the Mean SSIX Score
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significant difference

White Female between the groups

#p < 0.001

White Male 0.57%

Bottom Line: With supervisory support and fairness, w e can confidently suggest there is an
average risk of mental injury and better than 50/50 chance of mental health promotion for

all groups. However, the average score was lower for White females than Racialized
females or White males.

A one-way analysis of variance a significant difference on mean SSOS scoresas a function of

years at the Board, H7,1615 = 16.854 p < .001. Post hoc analyses using the Scheffé post hoc

criterion for significance indicated - qa‘ ‘* ~Hfy f "~ &fk o [Sascoenmpnjay ¢
‘elyeéelfy aq° HelHak ~Hfy 3&fy k&' dNym@E'yof &fg‘ oHA
cfHTT T Af BTt AfifT of &fidiof AfiA Pf TT Af k' Hf fYAnf 2T O
fenvd* _&aka el yeéel fy q a‘qgNn,aHBfYyHfy a&gk®agrhB H
groups. Figure 45 indicates the mean SSOS as a function of years at the board .

Figure 45
Mean SSOS Score as a Function of Years of Service at the Board
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Bottom Line: We can confidently suggest there is an elevated risk of mental injury and
reduced chance of health promotion for people who have at the board for 6 to 30 years as
compared to people who have served the board 5 years or less. Further, people who had

served 5 years or less years displayed an average risk of mental injury, better than 50/50
chance of mental health promotion with the staff who have served less than year showing
the healthiest average.

A one-way analysis of variance a significant difference on mean SSX scores as a function of

years at the Board , H7,1615 =17.65, p < .001.Similarly, the p ost hoc analyses using the Scheffé

post hoc criterion for significance indicated - qa‘ ‘* ~Hfy f ~ aflk © Mes@oref Ny njay -

< f° ‘elyeéelfy aq° HelHa&E ~Hfy 3afy -2&" d¥ gy -1 ¢
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groups. Figure 46 indicates the mean SSIX as a function of years at the board .

Figure 46
Mean S3$X Score as a Function of Years of Service at the Board
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Bottom Line: Even with supervisor support and fairness, we can confidently suggest there
is an elevated risk of mental injury and reduced chance of health  promotion with staff
who have served 11 to 25 years. Staff who have served less than 5 years have a low risk of

mental injury, and high potential for mental health promotion with the staff who have
served less than year once again showing the healthiest average.
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PERCEIVED BARRIERS AT WORK

Workplace equity means there is a feeling of inclusion, belonging, and opportunity for all
employees regardless of age, education, disability, gender identity, sexual orientation,
religion, citizen ship status, Indigenous ancestry, racial background, ethnic or cultural

background.

When respondents were asked if there were barriers at work, 2.7% of respondent s reported
having experienced barriers based on the perception of their disability. Refer to Figure 47.
Figure47

Perception of My Disability is a Barrier at Work

44 (2.7%)

.

Number of Respondents (N = 1635)

m The perception of my
disability has not been a
barrier for me at work

The perception of my
disability has been a
barrier for me

1578...

Of the 44 respondents who identified a barrier due to perceived disability , 20 respondents
provided a written explanation of the barrier they experienced. = Three themes emerged from
these written explanations: (1) Culture, (2) Slow to Accommodate Disability , (3) Environment is
Causing Harm or Makes Job Difficult. Table 6 provides sample comments . Accompanying th e

table is Figure 48 displaying the distribution of the themes that emerged.
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Table 6
Sample Comments: Barriers based on Perceived Disability

Themes Sample Comments

| have been made fun of from a fellow staff member in my
department because of my disability. Now | don't tell
people, unless | know them, and they understand

Due to the diagnosis | am not considered due to how
involvement may impact my diagnosis

Lack of communication and lack of expectations has given
me a lot of anxiety.

Environment causes harm It has been especially hard during the pandemic to have
or Makes the Job Difficult required face to face meetings, while others and myself
are wearing masks. | rely on lip-reading to support my
hearing. | do prefer face to face over virtual, but have been
thankful to have the option, so I can catch facial
expressions, tone and maintain connections...
Difficulty hearing from distance, especially with mask use.

Figure 48
Distribution of Themes: Barriers Faced based on Perceived Disability

Barriers Based on ] Culture
Perceived ‘

SRR Refusal or Slow to Accommodate
Disability

= Environment Causes Harm or Makes the Job Difficult

When respondents were asked if there were barriers at work, 11% of respondent s reported

having experienced barriers based on the perception of their age. Refer to Figure 49.
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Figure 49
Perception of My Age is a Barrier at Work

180 (11.0%)\

Number of Respondents {N = 1632)

m The perception of my age has
not been a barrier at work

The perception of my age has
been a barrier at work

1452 (89.0%)

Of the 180 respondent s who identified a barrier due to perceived age, 82respondents provided
a written explanation of the barrier they experienced . Five themes emerged from these written
explanations: (1) AgeismAOld, (2) AgeismaYoung, (3) AgeismaNeither Young nor Old, (4)
AgeismaNot Specific, and (5) Comments not Specific to Age, but Important. A common
comment that w as important, but not specific to the category it was written in was about the
prevalence of nepotism or cronyism through out the board. Figure 50 displays the distribution
of the themes that emerged. Accompanying the figure is Table 7 provid ing sample comments.

Figure 50
Distribution of Themes: Barriers Faced based on Perceived Age

u

m  Ageism: Perceived as “Old”
Ageism: Perceived as “Young”
Ageism: Perceived as “In the Middle”
Ageism: Not Specific about Issue

Important Comments about Barriers, but not Age
Specific

Barriers
Based on
Perceived Age
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Sample Comments: Barriers based on Perceived Age

Themes

Ageism: Perceived as “Old”

Ageism: Perceived as “In
the Middle”

Ageism: Not Specific about

the Issue

Important Comments but
not Age related

Sample Comments

A previous principal had an ageist attitude, condescending
to staff who were older than he was.

The closer | get to retirement, the fewer opportunities | am
chosen for

| still feel like I'm a generation removed on either side of
the fence, and it makes it difficult for me to feel included.

Certain cliques are formed, based on age

| feel that my age is a factor in who | am assigned to
support in my role. | also feel that sometimes assumptions
are made about my attitude and competency by those who
only see me (and guess my age) and who do not know me
or have not seen me working in my role

Being a part of this board has been a blessing and a dream
come true, as we have such wonderful staff and human
beings a part of this board. | do believe that we need to
continue growing the diversity within this board, as our
community represents so many different cultures and
ethnicities. Today's diverse young generation needs more
representation in the classroom and together we can help
students see themselves in our leadership and in our
classrooms

When respondents were asked if there were barriers at work, 12% of respondent s reported

having experienced barriers based on the perception of their education al background. Refer

to Figure 51.
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Figure 51
Perception of My Education is a Barrier at Work

197 (12.0%)
\

Number of Respondents
(N = 1635)

m The perception of my
education has not been
a barrier at work

The perception of my
education has been a
barrier at work

1438 (88.0%)
Of the 197 respondents who identified a barrier due to perceived education, 95 respondents
provided a written explanation of the barrier they experienced. = Three themes emerged from
these written explanations: ( 1) Hiring and Promotion Practices, (2) Culture, and (3) Comments
that could not be placed in a Theme, but are Important. Figure 52 displays the distribution of
the themes that emerged. Accompanying the figure is Table 8 displaying the distribution of the

themes that emerged.

Fgure 52
Distribution of Themes: Barriers Faced based on Educational Background

&

Barriers Based
on Educational
Background

'®  Hiring and Promotion Practices
Culture

®  Important Comments that Do Not Fall Under a
Specific Theme
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Sample Comments: Barriers based on Educational Background

Themes

Hiring and Promotion
Practices

Subthemes
Educated outside of
Ontario/Canada
Experiential learning is
not recognized
Limited mobility
Pay and/or Title
Education is not
recognized

Important Comments that
Do Not fall Under a
Specific Theme

Sample Comments

My previous courses (AQs outside of Canada) were not
recognized

Although | have worked in the business community for
over XX years in numerous positions including
management and vice-president my salary is limited at
WCDSB as | do not have a university degree. Perhaps
instead it should be acknowledged that | have a life-
degree instead

Because | am a PSW and not a qualified EA, even though |
have been in an EA role for the past 3 years, | can not take
a permanent position with the board as an EA . There are
not alot [sic] of postings for permanent PSW positions so |
have been working temporary assignments with the board
so far

There are no opportunities for promotions. It is a dead end
position

| am over qualified for the job | am currently doing but |
decided to do this to support my family. My professional
career was too demanding. | have gone for other
opportunities within the board but have felt looked down
about for the fact that | am doing a position currently that
is so much "lower" than my skill set

| believe the board already knows whom they are hiring
before the post for some jobs

When respondents were asked if there were barriers at work, 3.6% of respondent s reported

having experienced barriers based on the perception of their gender. Refer to Figure 53.
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Figure 53
Perception of My Gender at Birth is a Barrier at Work

59 (3.6%)\

Number of Respondents
(N = 1635)

m My gender at
birth has not
been a barrier for
me at work
My gender at
birth has been a
barrier for me at
work

1576 (96.4%)

Of the 59 respondents who identified a barrier due to perceived gender, 29 respondents
provided a written explanation of the barrier they experienced. Three themes emerged from
these written explanations: (1) Culture, (2) Hiring and Promotion Practices, and (3)
Intersectionality with Sexuality . Figure 54 displays the distribution of the themes that emerged.

Accompanying the figure is Table 9 displaying the distribution of the themes that emerged.

Figure 54
Distribution of Themes: Barriers Faced based on Gender

B Culture/Lack of Voice
Hiring/Promotion/Compensation Practices
®  Intersectionality with Sexuality

" Barriers Based on
. Perceived Gender
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Table 9
Sample Comments: Barriers based on Perceived Gender

Themes Sample Comments

Culture/Lack Voice 90% male department - female voice is lost
As a female teacher, male teachers are preferred most of
the time to help diversify the workplace
Being young and female, has at times come with
condescending or inappropriate comments from male
colleagues
It is acceptable, among certain staff members of the
WCDSB (including those in HR), to dismiss the concerns of
men including but not limited to false accusations. These
individuals are willing to believe the worst due to the
gender | was born with at birth, even when there is no
evidence to support this view. Facts, instead, will be
twisted to support an anti-male narrative

Interaction between + ..itis heartbreaking that amazing staff who live and show

Sexuality their true lives of being LGBTQ are leaving our system to
become Administrators at our local Public Board; over the
years there have been several sadly.

When respondents were asked if there were barriers at work, 2.6% of respondents reported
having experienced barriers based on the perception of their racial background or Indigenous

status/ ancestry. SeeFigure 55.
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Figure 55
Perception of My Racial Background or Indigenous Status Ancestry is a Barrier at Work

43 (Z.G\A:)

Number of Respondents (N = 1631)

B The perception of my
racial background
has not been a
barrier at work

The perception of my
racial background
has been a barrier at

work
1588 (97.4%)

Of the 43 respondents who identified a barrier due to  race or Indigenous status /ancestry , 15
respondents provided a written explanation of the barrier they experienced. Three themes
emerged from these written explanations: (1) Culture, (2 ) Hiring and Promotion Practices, and
(3) Reverse Racism/Discrimination . Figure 56 displays the distribution of the themes that
emerged. Accompanying the figure, Table 9 provides sample comments.

Figure 56
Distribution of Themes: Barriers Faced based on Race or Indigenous Status/Ancestry

Barriers Based
on Perceived
Race and/or

Indigenous

Status/Ancestry

®  Culture/Implicit and Explicit Bias
Hiring and Promotion Practices
u Reverse Racism/Discrimination
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Table 10
Sample Comments: Barriers based on Race and/or Indigeneity

When respondents were asked if there were barriers at work, 3.2% of respondent s reported
having experienced barriers based on the perception of their ethnic and/or cultural

background. Refer to Figure 57.
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