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EXECUTIVE SUMMARY 
 
DEVELOPING A SUSTAINABLE CULTURE OF EQUITY, DIVERSITY, AND INCLUSION  

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

Workforce Census in response to the ôɣˉƒʫȩɴ☼ʻ cǌ˞ǁƒˉȩɴɣ cʧ˞ȩˉ̈  ǁˉȩɴɣ ğɋƒɣ ░⁫⁞⁪7) and the 

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

collecting this data is also a priority in ˉȞǟ ūJTİB☼ʻ ⁬-year pastoral 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 onǟ☼ʻ background 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, 

˿ǟ ɣǟǟǌ ˉɴ Ʒǟ ɝȩɣǌȇ˞ɋ ɴȇ ˉȞǟ ǌǟȇȩɣȩˉȩɴɣʻ ɴȇ ◦ǟʧ˞ȩˉ̈☺┼ ◦ǌȩ˻ǟʫʻȩˉ̈┼ ƒɣǌ ◦ȩɣǁɋ˞ʻȩɴɣ☺ and they relate 

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 ╖ ūȞȩɋǟ ʠǟɴʠɋǟ ˞ʻǟ ˉȞǟ ˿ɴʫǌʻ ◦ǟʧ˞ȩˉ̈☺ ƒɣǌ ◦ǟʧ˞ƒɋȩˉ̈☺

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 

http://www.edu.gov.on.ca/eng/about/education_equity_plan_en.pdf
https://www.ontario.ca/document/education-ontario-policy-and-program-direction/policyprogram-memorandum-165
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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.  

 
KEY RESPONDENT DEMOGRAPHICS 
 
There are more than 60 tables and figures throughout this report.  
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SUMMARY OF RECOMMENDATIONS  

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.  
 

2. 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 
ɴɣǟ☼ʻ ȇƒɝȩɋ̈ Ȟƒʻ ʫǟʻȩǌǟǌ ȩɣ Jƒɣƒǌƒ ˉɴ Ȋǟˉ ɝɴʫǟ ˞ʻǟȇ˞ɋ ǌƒˉƒ ƒʫɴ˞ɣǌ ǟˉȞɣȩǁȩˉ̈╖ 
 

3. At point of hire, we should survey new employees about basi c 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 
ƒˉˉƒǁȞ ʠǟɴʠɋǟ☼ʻ ɣƒɝǟʻ ɴʫ ʻʠǟǁȩȇȩǁ ʠɴʻȩˉȩɴɣʻ to the demographic information).  

 
4. 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. 

 
5. 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.  

 
6. 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.  

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

unwelcome. 
 

8. 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 

Located in the Waterloo Region, WCDSB protects and 

promotes a tradition of academic excellence that first began 

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

eighth largest Catholic school system in Ontario.  This Board 

provides an outstanding educational experience to the 

following cities and townships: City of Cambridge, City of 

Kitchener, City of Waterloo, Township of Dumfries, Township 

of Wellesley, and Township of Wilmot. See Figure 1 for a map 

of the Waterloo Region. We have 43 elementary schools (i.e., 

Junior Kindergarten to Gr ade 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., estimate for 2021 Census)╖ ļȞǟ ôɣˉƒʫȩɴ £ʫɴ˿ˉȞ ğɋƒɣ┼ ʠʫɴȽǟǁˉʻ ūƒˉǟʫɋɴɴ ĦǟȊȩɴɣ☼ʻ ʠɴʠ˞ɋƒˉȩɴɣ

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. 

 
  

Figure 1 
Map of Waterloo Region: 
https://www.waterlooedc.ca/en/advantages -
of-waterloo/community -profile.aspx  
 

https://www.ontario.ca/document/place-grow-growth-plan-greater-golden-horseshoe
https://www.ontario.ca/document/place-grow-growth-plan-greater-golden-horseshoe
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Table 1 
Rate of Population of the Region of Waterloo  

 

Currently, WCDSB has more than 4,200 part -time and full -time employees. We serve 

approximately 40,000 students and their families  (https://www.wcdsb.ca/about -us/board -

profile/ ).  

The mission of WCDSB ȩʻ┼ ◦ ʻ ǌȩʻǁȩʠɋǟʻ ɴȇ JȞʫȩʻˉ┼ ˿ǟ ǟducate and nurture hope in all learners 

ˉɴ ʫǟƒɋȩ̔ǟ ˉȞǟȩʫ ȇ˞ɋɋ ʠɴˉǟɣˉȩƒɋ ˉɴ ˉʫƒɣʻȇɴʫɝ £ɴǌ☼ʻ ˿ɴʫɋǌ╖☺¸ɣ ǟ˻ǟʫ̈ ǁȩˉ̈ ƒɣǌ ˉɴ˿ɣʻȞȩʠ┼ ◦ô˞ʫ

Catholic Schools are the heart of the community where there is success for each, a place for 

ƒɋɋ╖☺  To achieve this  vision,  we use the following as our guiding, spiritual principles: 

Collaboration, Equity, Excellence and Accountability, Holism, Life -Long Learning, Reflection, 

and Reconciliation.  

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 

ʻˉ˞ǌǟɣˉʻ ˉɴ Ʒǟǁɴɝǟ ȊɋɴƷƒɋ ǁȩˉȩ̔ǟɣʻ ˿Ȟɴ ˉʫƒɣʻȇɴʫɝ £ɴǌ☼ʻ ˿ɴʫɋǌ (https://www.wcdsb.ca/wp -

content/uploads/sites/36/2017/01/Multi -year-Strategic-Plan-2018-2021-Summary-

Brochure.pdf ).  Staff, students, and parents of WCDSB maximize God-given 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+ community 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 ).  ļȞȩʻ ǁɴɝɝȩʻʻȩɴɣ Ȟƒʻ ʻ˞ȊȊǟʻˉǟǌ┼ ◦Tƒˉƒ ǁɴɋɋǟǁˉȩɴɣ ǁƒɣ ʠɋƒ̈ ƒ

useful and often essential role in creating strong human rights and human resources strategies 

https://www.wcdsb.ca/about-us/board-profile/
https://www.wcdsb.ca/about-us/board-profile/
https://www.wcdsb.ca/wp-content/uploads/sites/36/2017/01/Multi-year-Strategic-Plan-2018-2021-Summary-Brochure.pdf
https://www.wcdsb.ca/wp-content/uploads/sites/36/2017/01/Multi-year-Strategic-Plan-2018-2021-Summary-Brochure.pdf
https://www.wcdsb.ca/wp-content/uploads/sites/36/2017/01/Multi-year-Strategic-Plan-2018-2021-Summary-Brochure.pdf
https://www.crrf-fcrr.ca/images/stories/Equality_in_Employment.pdf
http://www.ohrc.on.ca/en


 
 

Page 11 of 106 
 
 

for organizations in the pu blic, private, and non -ʠʫɴȇȩˉ ʻǟǁˉɴʫʻ╖☺ ļɴ ˉȞƒˉ ǟɣǌ┼ ƒɋɋ ʻǁȞɴɴɋ Ʒɴƒʫǌʻ

in Ontario are required by the  Anti-Racism Act (ARA 2019) and ôɣˉƒʫȩɴ☼ʻ cǌ˞ǁƒˉȩɴɣ cʧ˞ȩˉ̈

Action Plan (2017) to gather and report identity -based data by 2023. Collecting this data is also 

ƒ ʠʫȩɴʫȩˉ̈ ȩɣ ˉȞǟ ūJTİB☼ʻ ⁬-year pastoral plan.  

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

165.  This memo recommitt ed to , ◦║the best education system in the world to prepare students 

ȇɴʫ ʻ˞ǁǁǟʻʻ┼ ɣɴ˿ ƒɣǌ ȩɣ ˉȞǟ ȇ˞ˉ˞ʫǟ☺╖ Bƒʻǟǌ ɴɣ ʫǟʻǟƒʫǁȞ┼ ˉȞǟ ßȩɣȩʻˉʫ̈ has suggested it is critical 

ˉɴ Ȟƒ˻ǟ ◦ƒ ˿ǟɋɋ-prepared, qualified, and diverse teacher workforce with the knowledge, skills, 

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

ƷƒǁɅȊʫɴ˞ɣǌ ɴʫ ʻɴǁȩƒɋ ȩǌǟɣˉȩˉ̈╖☺ 

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 #APO028▲Fair 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 

https://www.ontario.ca/laws/statute/17a15
http://www.edu.gov.on.ca/eng/about/education_equity_plan_en.pdf
http://www.edu.gov.on.ca/eng/about/education_equity_plan_en.pdf
https://www.ontario.ca/document/education-ontario-policy-and-program-direction/policyprogram-memorandum-165
https://www.ontario.ca/document/education-ontario-policy-and-program-direction/policyprogram-memorandum-165
https://www.wcdsb.ca/about-us/policies-and-administrative-procedures/fair-equitable-hiring-promotions-policy-apo028/
https://www.wcdsb.ca/about-us/policies-and-administrative-procedures/fair-equitable-hiring-promotions-policy-apo028/
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moral imperative to act intentionally to ensure those we serve ► staff, students , and 

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

 ǁǁɴʫǌȩɣȊɋ̈┼ ˉȞǟ ūƒˉǟʫɋɴɴ JƒˉȞɴɋȩǁ Tȩʻˉʫȩǁˉ İǁȞɴɴɋ Bɴƒʫǌ☼ʻ ░ūJTİB▒ ˻ȩʻȩɴɣ ǁɴɝɝȩˉʻ ˞ʻ ˉɴ ƷǟȩɣȊ

ˉȞǟ ◦Ȟǟƒʫˉ ɴȇ ˉȞǟ ǁɴɝɝ˞ɣȩˉ̈☺┼ ɴȇȇǟʫȩɣȊ ◦ʻ˞ǁǁǟʻʻ ȇɴʫ ǟƒǁȞ ƒɣǌ ƒ ʠɋƒǁǟ ȇɴʫ ƒɋɋ╖☺ ¸ɣ ʻ˞ʠʠɴʫˉ ɴȇ ɴ˞ʫ

vision, at the time of the data collection and part of our th ree-year pastoral plan ˿ƒʻ ◦Gathered 

ˉɴ Bǟǁɴɝǟ┴ ļʫƒɣʻȇɴʫɝȩɣȊ ȩɣˉɴ ˉȞǟ Óȩ˻ȩɣȊ Bɴǌ̈ ɴȇ JȞʫȩʻˉ☺╖Staff were invited to participate in 

ɴ˞ʫ ◦£ƒˉȞǟʫǟǌ ˉɴ Bǟǁɴɝǟ☺ ūɴʫɅȇɴʫǁǟ Jǟɣʻ˞ʻ in May/June 2021 as one of our important 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 had the legal authority to conduct the Staff Censu s.  The following Acts 

authorize and regulate the Staff Census:  

¶ Education Act, R.S.O. 1990, c. E.2  

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

¶ Anti-Racism Act, 2017, S.O. 2017, c. 15  

¶ O. Reg. 267/18: GENERAL, under the Anti-Racism Act, 2017  

¶ Anti-Racism Data Standards ► Order in Council 897/2018  

¶ Ontario Human Rights Code ► Ontario Human Rights Commission guideline ► ◦Jɴ˞ɣˉ ɝǟ

in! Collecting human rights -Ʒƒʻǟǌ ǌƒˉƒ☺ 

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.   

http://www.edu.gov.on.ca/eng/about/education_equity_plan_en.pdf
https://www.ontario.ca/laws/statute/90e02
https://www.ontario.ca/laws/statute/90m56
https://www.ontario.ca/laws/statute/17a15
https://www.ontario.ca/laws/regulation/180267
https://www.ontario.ca/page/anti-racism-data-standards-order-council-8972018
http://www.ohrc.on.ca/en/count-me-collecting-human-rights-based-data
http://www.ohrc.on.ca/en/count-me-collecting-human-rights-based-data
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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 development and 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.  We reviewed and modeled 

many of our questions from  the Waterloo Region District School  Bɴƒʫǌ☼ʻ(WRDSB) 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).  YCDSB was 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. Then the ūJTİB☼ʻ cʧ˞ȩˉ̈┼ Tȩ˻ǟʫʻȩˉ̈┼ ƒɣǌ ÓǟƒʫɣȩɣȊ Jɴɝɝȩˉˉǟǟ, and the relatively new 

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 

ƒɣǌ ʻƒȇǟ ˿ɴʫɅʠɋƒǁǟ ʠʫɴɝɴˉǟʻ ʻˉƒȇȇʻ☼ ʠʻ̈ǁȞɴɋɴȊȩǁƒɋ ˿ǟɋɋ-being.  Further it works to prevent 

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

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

Satisfaction Index  (SSIX).  The questions in the Initial Scan  are below: 

https://www.ontario.ca/laws/statute/17a15
https://www.ontario.ca/laws/statute/17a15
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1. I am satisfied with the amount of involvement I have in de cisions that affect my work.  

2. I feel I am well rewarded (in terms of praise and recognition) for the level of effort I put 

out for my job.  

3. ¸ɣ ˉȞǟ ɋƒʻˉ ʻȩ̇ ɝɴɣˉȞʻ┼ ˉɴɴ ɝ˞ǁȞ ˉȩɝǟ ʠʫǟʻʻ˞ʫǟ ƒˉ ˿ɴʫɅ Ȟƒʻ ǁƒ˞ʻǟǌ ɝǟ ˿ɴʫʫ̈┼ ◦ɣǟʫ˻ǟʻ☺

or stress.  

4. In the last six mont Ȟʻ┼ ¸ Ȟƒ˻ǟ ǟ̇ʠǟʫȩǟɣǁǟǌ ˿ɴʫʫ̈┼ ◦ɣǟʫ˻ǟʻ☺ ɴʫ ʻˉʫǟʻʻ ȇʫɴɝ ɝǟɣˉƒɋ ȇƒˉȩȊ˞ǟ

at work.  

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

6. My supervisor supports me in getting my work done  

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

░ȩ╖ǟ╖┼ ʻˉʫǟʻʻɴʫʻ▒ ȩɣ ƒɣ ǟɝʠɋɴ̈ǟǟ☼ʻ ȽɴƷ ƒɣǌhow much those stressors are offset by control and 

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. The additional 

items provide information on how SSOS scores are either raised  or lowered when the role of 

perceived fairness and supervisor support are factored in. Items 5 and 6 ƒʫǟ ǁƒɋɋǟǌ ◦ɝǟǌȩƒˉɴʫʻ☺

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  

 

PRE-ADMINISTRATION 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 th, 2021, First Nations, Métis, and Inuit staff and allies , on April 21st, 2021, 
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LGBTQ2S+ staff and allies on April 22nd, 2021, and women, trans, non -binar y and allies on May 

4th, 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 

version of the ◦£ƒˉȞǟʫǟǌ ˉɴ Bǟǁɴɝǟ☺ ūɴʫɅȇɴʫǁǟ Jǟɣʻ˞ʻ was approved by the Executive Council 

of WCDSB on Thursday May 6th, 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 ◦£ƒˉȞǟʫǟǌ ˉɴ Bǟǁɴɝǟ☺ ūɴʫɅȇɴʫǁǟ

Census was administered  from Monday May 4 th, 2021 to Friday June 4th, 2021. 

PRIVACY AND SECURITY 

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

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

(2017).  The purpose of the assessment  is ˉɴ ǟɣʻ˞ʫǟ ƒɋɋ ǟɝʠɋɴ̈ǟǟʻ☼ ʠʫȩ˻ƒǁ̈ ƒɣǌ ʫȩȊȞˉʻ ƒʫǟ

protected regardless of whether they took the census or not. The technical pieces of the PIA 

mailto:WCDSBResearch@wcdsb.ca
https://www.ontario.ca/laws/statute/17a15
https://www.ontario.ca/laws/statute/17a15
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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 Census is 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, staff 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 

ǁʫǟƒˉǟǌ ƒ ɣǟ˿ ɋƒʫȊǟʫ ǁƒˉǟȊɴʫ̈┼ ɴʫ ˿ǟ ǌȩǌ ɣɴˉ ʫǟʠɴʫˉ ˉȞǟ ǌƒˉƒ ˉɴ ʠʫɴˉǟǁˉ ȩɣǌȩ˻ȩǌ˞ƒɋʻ☼ ȩǌentities.  

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 

ʧ˞ǟʻˉȩɴɣʻ Ʒ̈ ʻǟɋǟǁˉȩɣȊ ˉȞǟ ʫǟʻʠɴɣʻǟ┼ ◦¸ ʠʫǟȇǟʫ ɣɴˉ ˉɴ ƒɣʻ˿ǟʫ╖☺ ļȞǟ̈ ˿ǟʫǟ ƒɋʻɴ ƒƷɋǟ ˉɴ ǟ̇ȩˉ ˉȞǟ

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 

http://www.ohrc.on.ca/en
http://www.ohrc.on.ca/en
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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 lts 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  

 

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: 

¶ Demographics of the Respondents  

¶ Workplace Culture and Health (Guarding Minds at Work)  

¶ 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 WCDSB Respondents Live: In the Waterloo Region or Not  

 

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 

 

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                                        
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Figure 6 
Type of Leadership Position: Permanent or Temporary  

 

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 

 



 
 

Page 21 of 106 
 
 

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 

 

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 
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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 

 

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, Statistic s 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 

ūȞȩˉǟ ƒɣǌ BɋƒǁɅ┼ ˿ǟ ǁɋƒʻʻȩȇȩǟǌ ˉȞǟ ʠǟʫʻɴɣ☼ʻ ǌƒˉƒ ˞ɣǌǟʫRacialized Peoples. While this is not 

ȩǌǟƒɋ ƒɣǌ ǌɴǟʻ ɣɴˉ ǁɴɝʠɋǟˉǟɋ̈ ʫǟȇɋǟǁˉ ʻɴɝǟ ȩɣǌȩ˻ȩǌ˞ƒɋ☼ʻ ʫƒǁȩƒɋ ȩǌǟɣˉȩˉȩǟʻ┼ ˉȞǟʫǟ ˿ǟʫǟ ɣɴˉ

enough respondents  ˿ Ȟɴ ǁȞɴʻǟ ˉ˿ɴ ʫƒǁǟʻ ˉɴ Ȟƒ˻ǟ Ʒȩʫƒǁȩƒɋ ǁƒˉǟȊɴʫȩǟʻ ʻ˞ǁȞ ƒʻ ◦BɋƒǁɅ ƒɣǌ ūȞȩˉǟ☺

ɴʫ ◦¸ɣǌȩȊǟɣɴ˞ʻ ƒɣǌ ūȞȩˉǟ☺ ɴʫ ◦ ʻȩƒɣƒɣǌ ūȞȩˉǟ☺╖  Finally, when looking at 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 Board in comparison 

to White people .  Further, we also see a disparity in the length of time people have served at 

the Board. Figure 11 compares 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  

 

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 WCDSB as a student.  Figure 13 shows the 

number of respondents who did not attend a WCDSB school.  

 

 

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  ǁɴɝʠƒʫǟǌ ˉɴ ˉȞǟ ȞȩȊȞǟʻˉ ǟǌ˞ǁƒˉȩɴɣ ɋǟ˻ǟɋ ɴȇ ūƒˉǟʫɋɴɴ ʫǟȊȩɴɣ☼ʻ ƒǌ˞ɋˉʻ Ʒƒʻǟǌ

on the 2016 Census (note: 2021 Census results are not available at the time of this report).  

Table 3 
Ĩ˂ƒȅȅʵ☺ ­ȦȈțǝʵ˂ Ðǝ˴ǝɈ ɰȅ aǊ˗ǀƒ˂Ȧɰɠ 
 

 

Figure 13 
Where Staff Attended School as a Student 
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Respondentʻ☼highest degrees were typically obtained in Ontario.  Figure 14 shows where 

respondents obtained their highest degree.  

Figure 14 
Where Staff Obtained their Highest Degree 

 

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 

ƒǁǁ˞ʫƒˉǟ ˉǟʫɝ╖ ¸ˉ ʫǟȇǟʫʻ ˉɴ ˉȞǟ ƒʻʻȩȊɣǟǌ Ȋǟɣǌǟʫ Ʒƒʻǟǌ ɴɣ ƒ ʠȞ̈ʻȩǁȩƒɣ☼ʻ ƒʻʻǟʻʻɝǟɣˉ ɴȇ ǟ̇ˉǟʫɣƒɋ

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 

 

ğǟɴʠɋǟ☼ʻ Ȋǟɣǌǟʫ ƒˉ ƷȩʫˉȞmay not align  with their gender identity.  Respondents were asked to 

indicate their gender identity  ░ȩ╖ǟ╖┼ ʠǟʫʻɴɣƒɋ ʻǟɣʻǟ ɴȇ ɴɣǟ☼ʻ ɴ˿ɣ Ȋǟɣǌǟʫ┼ ɣɴˉ ɣǟǁǟʻʻƒʫȩɋ̈ ɴɣǟ☼ʻ

assigned gender). Figure 17 indicates ʫǟʻʠɴɣǌǟɣˉʻ☼ Ȋǟɣǌǟʫ ȩǌǟɣˉȩˉ̈╖ 

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.  See Figure 18. 

Figure 18 

Number of Female or Gender Minorities versus Male Employees who Currently Hold a Leadership 
Position 

  

¸ȇ ˿ǟ ǁɴɣʻȩǌǟʫ ǁɴɣǌȩˉȩɴɣƒɋ ʠʫɴƷƒƷȩɋȩˉ̈ ƒɣǌ ƒʻɅ ˉȞǟ ʧ˞ǟʻˉȩɴɣ┼ ◦¸ȇ ¸ ˿ǟʫǟ ƒ ɝƒɣ ƒˉ ˉȞȩʻ Ʒɴƒʫǌ┼ ˿Ȟƒˉ

ȩʻ ˉȞǟ ʠʫɴƷƒƷȩɋȩˉ̈ ˉȞƒˉ ¸ ˿ɴ˞ɋǌ Ʒǟ ƒ ɋǟƒǌǟʫ ƒˉ ˉȞȩʻ Ʒɴƒʫǌ╗☺ ˉȞǟ ƒɣʻ˿ǟʫ ˿ɴ˞ɋǌ Ʒǟ ⁫⁵ ǁȞƒɣǁǟ ɴȇ

bǟȩɣȊ ƒ ɋǟƒǌǟʫ╖ ¸ȇ┼ Ȟɴ˿ǟ˻ǟʫ┼ ˿ǟ ƒʫǟ ˉɴ ƒʻɅ ˉȞǟ ʧ˞ǟʻˉȩɴɣ┼ ◦¸ȇ ¸ ˿ǟʫǟ ƒ ˿ɴɝƒɣ ɴʫ Ȋǟɣǌǟʫ ɝȩɣɴʫȩˉ̈

ƒˉ ˉȞȩʻ Ʒɴƒʫǌ┼ ˉȞǟ ʠʫɴƷƒƷȩɋȩˉ̈ ˉȞƒˉ ¸ ˿ɴ˞ɋǌ Ʒǟ ƒ ɋǟƒǌǟʫ ƒˉ ˉȞȩʻ Ʒɴƒʫǌ╗☺ ˉȞǟ ƒɣʻ˿ǟʫ ˿ɴ˞ɋǌ Ʒǟ

11.4% chance of being a leader. 

According to the Ontario Human Rights Code┼ ʻǟ̇˞ƒɋ ɴʫȩǟɣˉƒˉȩɴɣ ʫǟȇǟʫʻ ˉɴ ƒ ʠǟʫʻɴɣ☼ʻ ʻǟɣʻǟ ɴȇ

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 ☼ʻ 

gender and/or  gender identity.  However, in this census, we asked about transgender under 

the umbrella of the LGBTQ2+A1 acronym (i.e., lesbian, gay, bisexual, transgender, queer, 

questioning, two -spirited, intersex, another).  Respondents who indicated they belonged to the 

LGBTQ2+A1, 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+AI 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.  

http://www.ohrc.on.ca/en
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Approximately 2.1% of our respondent s identify as First Nations, Métis, and/or Inuit.   This 

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

delineated in the Anti-Racism Act (ARA 2019). 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.  

Most of the staff was born 

in Canada. Figure 19 

indicate the number of 

respondents born in 

Canada versus outside of 

Canada. 

 

Figure 19 
ğǝʵʛɰɠǊǝɠ˂ʵ☺ BȦʥ˂țʛɈƒǀǝ┴ IƒɠƒǊƒ ɰʥOutside Canada 

 

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

 

https://www.ontario.ca/laws/statute/17a15
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All our respondents are Canadian citizens or landed immigrants.  Figure 21 shows the 

breakdown.  

Figure 21 
Citizenship Status 

 

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 
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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 

ɋɴɴɅȩɣȊ ƒˉ ˉȞǟ ôcJļ ʫǟʻʠɴɣǌǟɣˉʻ☼identificati on of race .  There are less than 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) 

 

Table 5 shows the racial breakdown of all the employee groups.  
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Table 5 
Racial Breakdown by Employee Groups 

 

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. 

Figure 23 

Number of Racialized Peoples or Middle Eastern Employees versus White Employees who Currently Hold 
a Leadership Position 
 

 

¸ȇ ˿ǟ ǁɴɣʻȩǌǟʫ ǁɴɣǌȩˉȩɴɣƒɋ ʠʫɴƷƒƷȩɋȩˉ̈ ƒɣǌ ƒʻɅ ˉȞǟ ʧ˞ǟʻˉȩɴɣ┼ ◦¸ȇ ¸ ˿ǟʫǟ ƒRacialized Peoples or 

Middle Eastern employee at this board, what is the probability t hat I would be a leader at this 

Ʒɴƒʫǌ╗☺ ˉȞǟ ƒɣʻ˿ǟʫ ˿ɴ˞ɋǌ Ʒǟ10% chance of being a leader. If, however, we are to ask the 

ʧ˞ǟʻˉȩɴɣ┼ ◦¸ȇ ¸ ˿ǟʫǟ ƒWhite employee  at this board, the probability that I would be a leader at 

ˉȞȩʻ Ʒɴƒʫǌ╗☺ ˉȞǟ ƒɣʻ˿ǟʫ ˿ɴ˞ɋǌ Ʒǟ ⁪5.1% chance of being a leader.  
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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 ʠɴɣǌǟɣˉʻ☼

ethnicities.  

 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
Table 4 provides a more detailed ƒǁǁɴ˞ɣˉȩɣȊ ɴȇ ʫǟʻʠɴɣǌǟɣˉʻ☼ ǟˉȞɣȩǁȩˉȩǟʻ╖Respondents could 
choose more than one ethnicity.  Thus, the total percent does not add up to 100%.  
 
Table 4 
Ethnic Origins of Respondents

 

Figure 24 
Ethnic Origins of Respondents 
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We asked our respondents to indicate their religious or spiritual affiliation.  We did, however, 

ȩɣǁɋ˞ǌǟ ◦ãɴ ĦǟɋȩȊȩɴ˞ʻ ɴʫ İʠȩʫȩˉ˞ƒɋ  ȇȇȩɋȩƒˉȩɴɣ☺┼ ◦ Ȋɣɴʻˉȩǁ☺┼ ◦ ˉȞǟȩʻˉ☺┼ ◦Ĥ˞ǟʻˉȩɴɣȩɣȊ☺┼ ƒɣǌ ◦¸ ğʫǟȇǟʫ

ãɴˉ ˉɴ İƒ̈☺ ƒʻ ɴʠˉȩɴɣʻ╖Figure 25 indicates the religious or spiritual affiliation of our 

respondents.  

Figure 25 
Religious or Spiritual Affiliation  
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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  

 

For the respondents who indicated they did have a disability, they classified their disability  

or disabilities.  Sixty-one people identified more than one disability. See Figure 27 for the 

types of disabilities identified.  

Figure 27 
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.  Please remember this census was administered during Covid -19 crisis and toward 

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

ßɴʻˉ ɴȇ ˉȞǟ ʫǟʻʠɴɣǌǟɣˉʻ ƒȊʫǟǟǌ ˿ȩˉȞ ˉȞǟ ʻˉƒˉǟɝǟɣˉʻ┼ ◦¸ ƒɝ ʻƒˉȩʻȇȩǟǌ ˿ȩˉȞ ˉȞǟ ƒɝɴ˞ɣˉ ɴȇ

ȩɣ˻ɴɋ˻ǟɝǟɣˉ ¸ Ȟƒ˻ǟ ȩɣ ǌǟǁȩʻȩɴɣʻ ˉȞƒˉ ƒȇȇǟǁˉ ɝ̈ ˿ɴʫɅ┼☺ ƒɣǌ ◦¸ ȇǟǟl I am well rewarded (in terms 

ɴȇ ʠʫƒȩʻǟ ƒɣǌ ʫǟǁɴȊɣȩˉȩɴɣ▒ ȇɴʫ ˉȞǟ ɋǟ˻ǟɋ ɴȇ ǟȇȇɴʫˉ ¸ ʠ˞ˉ ɴ˞ˉ ȇɴʫ ɝ̈ ȽɴƷ╖☺ İǟǟFigures 28 and 29 

below, respectively .  

Figure 28 
Ĩƒ˂Ȧʵȅƒǀ˂Ȧɰɠ ˸Ȧ˂ț RǝǀȦʵȦɰɠʵ ˂țƒ˂  ȅȅǝǀ˂ îɠǝ☺ʵ Ţɰʥɂ 
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Figure 29 
Feeling Reward through Praise and Recognition for the Level of Effort Put Out  

 

Figure 30 ȩɣǌȩǁƒˉǟʻ ʫǟʻʠɴɣǌǟɣˉʻ☼ ʫǟʻʠɴɣʻǟʻ ˉɴ ˉȞǟ ˉȞȩʫǌ ȩˉǟɝ ɴɣ ˉȞǟ ¸ɣȩˉȩƒɋ ʻǁƒɣ ◦¸ɣ ˉȞǟ ɋƒʻˉ ʻȩ̇

ɝɴɣˉȞʻ┼ ◦ˉɴɴ ɝ˞ǁȞ ˉȩɝǟ ʠʫǟʻʻ˞ʫǟ ƒˉ ˿ɴʫɅ Ȟƒʻ ǁƒ˞ʻǟǌ ɝǟ ˿ɴʫʫ̈┼ ◦ɣǟʫ˻ǟʻ☺ ɴʫ ʻˉʫǟʻʻ☺╖Most of 

the ʫǟʻʠɴɣǌǟɣˉʻ┼ ◦ Ȋʫǟǟǌ☺ ɴʫ ◦İˉʫɴɣȊɋ̈  Ȋʫǟǟǌ☺ ˿ȩˉȞ ˉȞis statement.   

Figure 30 
ĳȦɚǝ Ęʥǝʵʵ˗ʥǝ Iƒ˗ʵǝʵ Üǝ ˂ɰ Ţɰʥʥ́┼ ◘àǝʥ˴ǝʵ◙ ɰʥ Ĩ˂ʥǝʵʵ 
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ßɴʻˉ ɴȇ ˉȞǟ ʫǟʻʠɴɣǌǟɣˉʻ ƒɋʻɴ┼ ◦ Ȋʫǟǟǌ☺ ɴʫ ◦İˉʫɴɣȊɋ̈  Ȋʫǟǟǌ☺ ˿ȩˉȞ ˉȞǟ ʻˉƒˉǟɝǟɣˉ┼ ◦¸ɣ ˉȞǟ ɋƒʻˉ

ʻȩ̇ ɝɴɣˉȞʻ┼ ¸ Ȟƒ˻ǟ ǟ̇ʠǟʫȩǟɣǁǟǌ ˿ɴʫʫ̈┼ ◦ɣǟʫ˻ǟʻ☺ ɴʫ ʻˉʫǟʻʻ ȇʫɴɝ ɝǟɣˉƒɋ ȇƒˉȩȊ˞ǟ ƒˉ ˿ɴʫɅ╖See 

Figure 31.  

Figure 31 
µɠ ˂țǝ Ðƒʵ˂ ⁶ Üɰɠ˂țʵ┼ µ țƒ˴ǝ àʛǝʥȦǝɠǀǝǊ ◘àǝʥ˴ǝʵ◙ ɰʥStress from Mental Fatigue at Work  

 

Respondents overwhelmingly  agreed with the statement,  ◦¸ ƒɝ ʻƒˉȩʻȇȩǟǌ ˿ȩˉȞ ˉȞǟ

fairness/respect I receive on the job.  See Figure 32.  

Figure 32 
Satisfied with the Fairness and Respect Received on the Job 
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As indicated in Figure 33┼ ɝɴʻˉ ʫǟʻʠɴɣǌǟɣˉʻ┼ ◦ Ȋʫǟǟǌ☺ ɴʫ ◦İˉʫɴɣȊɋ̈  Ȋʫǟǟǌ☺ ˿ȩˉȞ ˉȞǟ ʻˉƒˉǟɝǟɣˉ┼

◦ß̈ ʻ˞ʠǟʫ˻ȩʻɴʫ ʻ˞ʠʠɴʫˉʻ ɝǟ ȩɣ ȊǟˉˉȩɣȊ ɝ̈ ˿ɴʫɅ ǌɴɣǟ╖☺ 

Figure 33 
My Supervisor Supports Me Getting my Work Done 

  

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

when you look at the SSOS and SSIX scores. The SSOS score is a base score, and it is correlated 

with a wide variety of mental and physical health outcomes.  This score shows the balance or 

◦ɴȇȇʻǟˉ☺ Ʒǟˉ˿ǟǟɣ ʻƒˉȩʻȇƒǁˉȩɴɣ ƒɣǌ ʻˉʫǟʻʻ ƒʻ a single number, ranging from -2 (much more stress 

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)  

 

 

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 wi ll  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 +0.21.  See Figure 35. 

Figure 35 
Mean Stress Satisfaction Index (SSIX) 

 

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  

 

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.  

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, F(8,1614) = 12.08, p < .001. Post hoc analyses using the Scheffé post hoc 

criterion for significance indicated the mean SSOS score was significantly lower in OECTA (M = 

-0.38, SD = 1.21) than CUPE (M = 0.20, SD = 1.44) and PASS (M = .46, SD = 1.18).  Figure 37 indicates 

the mean scores on the SSOS as a function of employee group.  

1. Based on the SSOS score, the 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  

3. 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  
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Figure 37 
Mean SSOS Scores as a Function of Employee Group 
 

 

Similarly, a  one-way analysis of variance showed a significant difference between employee 

groups on their mean SSIX scores, F(8,1614) = 8.45, p < .001. Post hoc analyses using the Scheffé 

post hoc criterion for significance indicated the mean SSOS score was significantly lower in 

OECTA (M = -0.04, SD = 1.37) than CUPE (M = 0.48, SD = 1.46).  Figure 38 indicates the mea n scores 

on the SSIX as a function of employee group.  

Figure 38 
Mean SSIX Score as a Function of Employee Group 

 

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. 

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 =1.33)and males (M = .16, SD = 1.33) on their SSOS scores, t(1606) = 3.57, p 

< .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 

 

An independent t-test  revealed a significant difference between females (M = 0.17, SD = 1.52) 

and males (M = 0.53, SD = 1.50) on their SSIX scores, t(1606) = 3.75, 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 

 

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 . 

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.  
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A one-way analysis of variance showed a significant difference between racial groups  on their 

mean SSOS scores, F(2,1562) = 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 = 1399, M = -.14, SD = 1.33). 

The mean SSOS score was not significantly different between the Black racial group and the 

Middle Eastern racial group (n = 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.  

Figure 41 
Mean SSOS Score as a Function of Race 

 

Similarly, a  one-way analysis of variance showed a significant dif ference between racial groups  

on their mean SSIX scores, F(2,1562) = 8.30, p < .001. Post hoc analyses using the Scheffé post 

hoc criterion for significance indicated the mean SSIX score was significantly higher  in the 

Black racial group  (M = 0.71, SD = 1.55) than White racial group  (M = 0.18, SD = 1.51). The mean 

SSIX score was not significantly different between the Black racial group and the Middle 

Eastern racial group (M = 0.52, SD = 1.60).  The mean SSIX 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.  

  

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.  
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Figure 42 
Mean SSIX Score as a Function of Race 
 

 

A 2 X 3 analysis 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, F(2, 1557) = 4.44, p =.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 = 1.32), F(2, 1256) = 12.50, p  < .001.  

This pattern does not hold for Racialized men (M = -0.06, SD = 1.43) and White Men (M = 0.18, 

SD = 1.32), F(2, 295) = .302, p = .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 RACIALIZED PEOPLES, t(144) = 1.37, p = .173, ns. 

However, a follow t-test showed a significant difference between the mean score between 

White women and White men, t(1389) = 4.23, p < .001. See Figure 43 for the interaction 

between race and gender on the SSOS score.  

  

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. 
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Figure 43 
Interaction Between Race and Gender on the Mean SSOS Score 

 

A 2 X 3 analysis 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 IX score, 

F(2, 1557) = 5.10, p = .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 = 

1.51), F(2, 1256) = 12.50, p  < .001.  This pattern does not hold for Racialized men (M = -0.06, SD 

= 1.43) and White Men (M = 0.18, SD = 1.32), F(2, 295) = .46, p = .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) = 1.59, 

p = .114, ns. However, a follow t -test showed a significant difference between the mean score 

between White women and White men, t(1389) = 4.50, p < .001. See Figure 40 for the 

interaction between race and gender on the SS IX score.  

  

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. 
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Figure 44 
Interaction Between Race and Gender on the Mean SSIX Score 
 

 

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

years at the Board , F(7,1615) = 16.854, p < .001. Post hoc analyses using the Scheffé post hoc 

criterion for significance indicated ◦ɋǟʻʻ ˉȞƒɣ ƒ ̈ǟƒʫ☺ ʫǟʻʠɴɣǌǟɣˉʻ☼ ɝǟƒɣ İİôS score was 

ʻȩȊɣȩȇȩǁƒɣˉɋ̈ ȞȩȊȞǟʫ ˉȞƒɣ ɝǟƒɣ ʫǟʻʠɴɣǌǟɣˉʻ ȩɣ ˉȞǟ ȇɴɋɋɴ˿ȩɣȊ Ȋʫɴ˞ʠʻ┴ ◦⁪-⁮ ̈ǟƒʫʻ☺┼ ◦⁯-⁪⁞ ̈ǟƒʫʻ☺

◦⁪⁪-⁪⁮ ̈ǟƒʫʻ☺┼ ◦⁪⁯-⁫⁞ ̈ǟƒʫʻ☺┼ ◦⁫⁪-⁫⁮ ̈ǟƒʫʻ☺┼ ◦⁫⁯-⁬⁞ ̈ǟƒʫʻ☺╖ ļȞǟ ◦⁪⁪-⁪⁮ ̈ǟƒʫʻ☺┼ ƒɣǌ ◦⁪⁯-⁫⁞ ̈ǟƒʫʻ☺

Ȋʫɴ˞ʠʻ ˿ǟʫǟ ʻȩȊɣȩȇȩǁƒɣˉɋ̈ ɋɴ˿ǟʫ ˉȞƒɣ ȇʫɴɝ ƷɴˉȞ ˉȞǟ ◦ɋǟʻʻ ˉȞƒɣ ƒ ̈ǟƒʫ☺ ƒɣǌ ˉȞǟ ◦⁪-⁮ ̈ǟƒʫʻ☺

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 
 

 

 

and fairness  

  

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

years at the Board , F(7,1615) = 17.65, p < .001. Similarly, the p ost hoc analyses using the Scheffé 

post hoc criterion for significance indicated ◦ɋǟʻʻ ˉȞƒɣ ƒ ̈ǟƒʫ☺ ʫǟʻʠɴɣǌǟɣˉʻ☼ ɝǟƒɣ İİIX score 

˿ƒʻ ʻȩȊɣȩȇȩǁƒɣˉɋ̈ ȞȩȊȞǟʫ ˉȞƒɣ ɝǟƒɣ ʫǟʻʠɴɣǌǟɣˉʻ ȩɣ ˉȞǟ ȇɴɋɋɴ˿ȩɣȊ Ȋʫɴ˞ʠʻ┴ ◦⁪-⁮ ̈ǟƒʫʻ☺┼ ◦⁯-10 

̈ǟƒʫʻ☺ ◦⁪⁪-⁪⁮ ̈ǟƒʫʻ☺┼ ◦⁪⁯-⁫⁞ ̈ǟƒʫʻ☺┼ ◦⁫⁪-⁫⁮ ̈ǟƒʫʻ☺┼ ◦⁫⁯-⁬⁞ ̈ǟƒʫʻ☺╖ ļȞǟ ◦⁪⁪-⁪⁮ ̈ǟƒʫʻ☺┼ ƒɣǌ ◦⁪⁯-20 

̈ǟƒʫʻ☺ Ȋʫɴ˞ʠʻ ˿ǟʫǟ ʻȩȊɣȩȇȩǁƒɣˉɋ̈ ɋɴ˿ǟʫ ˉȞƒɣ ȇʫɴɝ ƷɴˉȞ ˉȞǟ ◦ɋǟʻʻ ˉȞƒɣ ƒ ̈ǟƒʫ☺ ƒɣǌ ˉȞǟ ◦⁪-⁮ ̈ǟƒʫʻ☺

groups. Figure 46 indicates the mean SSIX as a function of years at the board . 

Figure 46 
Mean SSIX Score as a Function of Years of Service at the Board 

 

  

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.  

  

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.  
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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. 

Figure 47 
Perception of My Disability is a Barrier at Work  

 

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 

 

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

 

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 

  

Of the 180 respondent s who identified a barrier due to perceived age, 82 respondents provided 

a written explanation  of the barrier they experienced . Five themes emerged from these written 

explanations: (1) Ageism▲Old, (2) Ageism▲Young, (3) Ageism▲Neither Young nor Old, (4) 

Ageism▲Not 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 
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Table 7 
Sample Comments: Barriers based on Perceived Age 

 

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 backgroun d. Refer 

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

 

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.  

Figure 52 
Distribution of Themes: Barriers Faced based on Educational Background  
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Table 8 
Sample Comments: Barriers based on Educational Background  
 

 

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  

 

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 
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Table 9 
Sample Comments: Barriers based on Perceived Gender 

 

When respondents were asked if there were barriers at work, 2.6% of respondent s reported 

having experienced barriers based on the perception of their racial background or Indigenous 

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

 

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  
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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. 

  


